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ABSTRACT
The purpose of the research study was to assess the
job satisfaction of child welfare workers specifically
working for San Bernardino County Department of
Children's Services. It was hypothesized that perceived
supportive and beneficial supervision, job autonomy and
decision making opportunities, the availability of
promotional opportunities, positive feelings of
accomplishment or achievement, support from colleagues, a
perceived manageable caseload, and perceived adequate
salary were more likely to increase the job satisfaction
of these child welfare workers
The study employed a self-administered survey
questionnaire design to identify predictors of job
satisfaction among 114 child welfare workers. The major
findings in this study showed that there was a
significant correlation between job satisfaction and
perceived supportive and beneficial supervision,
promotional opportunities, feelings of accomplishment or
achievement, support from colleagues, and a perceived
manageable workload/caseload. Multiple regression
analysis revealed that the best predictors of job
satisfaction among child welfare workers were promotional
iii

opportunities, feelings of accomplishment or achievement,
support from colleagues, and a perceived manageable
caseload.
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CHAPTER ONE
INTRODUCTION
Problem Statement
It is widely known that the field of child welfare
is perhaps the most psychologically demanding and
personally overwhelming profession in the social service
sector. Child Welfare Workers (CWW) are committed to
promoting the well-being, safety, and permanency of the
most vulnerable population, children. These human service
workers are faced with an array of challenges that differ
from those encountered by social workers in other sectors
of the human service profession, such as psychiatry,
gerontology, community service agencies, or private
practice. Child welfare workers are faced with the
challenges of intruding into homes to investigate child
maltreatment accusations, drawing conclusions regarding
the abuse and the needs of families for further child
protection services, removing children or the perpetrator
from the home, involving law enforcement and the courts
if necessary, providing case management services, and
collaborating with other community agencies to provide
services to families (Schene, 1998). In addition, child

1

welfare workers are challenged to work with drug-addicted
clients, sexual offenders, resistant clients, physically
and sexually abused children, and transgenerational
abusive and neglecting families (Schene, 1998). .
As a result of the demanding nature of the field of
public child welfare, states and counties encounter
difficulty in the retention and recruitment of child
welfare workers (Rycraft, 1994). Research points to a
turnover rate ranging from 46 to 90 percent of child
welfare workers within a two-year period (Jayaratne &
Chess, 1986; Regehr, Leslie, Howe, & Chau, 2000).
According to Poulin (as cited in Parras, 1998), child
welfare workers reported lower levels of job satisfaction
and higher turnover rates than social workers in any
other field of the human service profession. Low job
satisfaction and high attrition rates result from the
demanding nature of child welfare work and from
organizational and administrative factors such as quality
of supervision, amount of job autonomy provided to child
welfare workers, the availability of promotional
opportunities, the adequacy of pay and benefits, and the
amount of work assigned to each worker (Davis, 2001;
Dickinson & Perry, 2001; Jayaratne & Chess, 1984;
2

Jayaratne & Chess, 1986; Kadushin & Kulys, 1995;
Marriott, Sexton, & Stanley,1994; Parras, 1998; Regehr et
al., 2000; Rycraft, 1994; Sharman, McKelvey, Hardy,
Epstein, Lomax, & Hurby, 1997; Vinokur-Kaplan, 1991).
Clients and administration reap the consequences of
child welfare worker job dissatisfaction and turnover.
Worker job dissatisfaction can lead to the provision of
deteriorated services to clients, inadequate handling of
caseloads, and oversights in documentation, all of which
occur when social workers lose interest in their jobs.
Worker turnover signals the disruption of continual
services to clients and the transferring of cases back
and forth. Furthermore, worker turnover is cost
inefficient, as it requires the hiring and professional
training of new, unskilled, and inexperienced child
welfare workers. This adds an even greater burden on the
child welfare system whose resources are pushed to the
limit from overworked staff and supervisors who find it
difficult to make time to help train and teach new
workers. The inability of supervisors to provide quality
supervision makes it even more difficult for new hires to
become productive child welfare workers capable of
offering the services, attention, care, empathy, and
3

quick decision making skills that are necessary in
working with vulnerable children and demanding
populations (Pecora, 2000) .
The research theft exists regarding child welfare
worker turnover concentrates on addressing the causes and
factors that lead to child welfare workers burnout
(Rycraft, 1994). Flowers and Hughes (as cited in Rycraft,
1994) state that employee reasons for staying on the job
should be of equal or more importance as the reasons for
leaving. In acknowledging that more needs to be done to
retain child welfare workers, attract new ones, and build
administrative and management awareness, it is important
to examine the factors contributing to child welfare
workers satisfaction and dissatisfaction with their job.
Addressing these factors has the potential to remedy the
latter mentioned consequences induced by child welfare
worker job dissatisfaction and turnover.
In partial response to the high turnover rates of
child welfare workers, in the early 1990''s the California
Social Work Education Center (CalSWEC) in collaboration
with California graduate schools of social work using
federal funds created the Title IV-E Child Welfare
Training Stipend (Dickinson & Perry, 2001). This stipend
4

provides monetary incentives to social work graduate
students in order to specialize in child welfare. The
stipend engages recipients in a contract that requires
them to work for the Department of Children's Services
(DCS) upon receipt of their Master's in Social Work
degree as a way to pay back the stipend. Ultimately, the
aim of the training program is to encourage recipients to
continue their employment with the Department of
Children's Services after completion of their pay back
period. However, although the latter response sounds
promising and has attracted social workers to the field,
there continues to be high turnover rates in the field of
child welfare. In a study conducted by Dickinson & Perry
(2001), which investigated the factors influencing the
retention of specially trained child welfare workers, it
was found that combined, between three and six months
after the completion of their pay back period, 39.1
percent of the 235 study respondents (which were
recipients of the Title IV-E stipend) had already
terminated their child welfare employment or had
intentions of leaving.
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Purpose of the Study
The purpose of the research study is to assess the
job satisfaction of child .welfare workers specifically
working for the Department of Children's Services in the
county of San Bernardino. Derived from the knowledge base
on the factors that contribute to the job satisfaction
among practitioners in the human service profession, it
was hypothesized that perceived supportive and beneficial
supervision, job autonomy and decision making
opportunities, the availability of promotional
opportunities, positive feelings of accomplishment or
achievement, support from colleagues, a perceived
manageable caseload, and perceived adequate salary are
more likely to increase the job satisfaction of child
welfare workers in San Bernardino County Department of
Children's Services.
In looking at the field of child welfare, a problem
of significant importance, which warrants the most
attention, are the alarming increasing rates of turnover
(Rycraft, 1994). The constant leaving of child welfare
workers puts cases on holds and disrupts the continuity
of services to children and families. In order to begin
addressing the problem of child welfare worker turnover,
6

research needs to be utilized in guiding how to best
address the specific factors that are causing social
workers in this field to leave their jobs at alarming
rates. Once child welfare agencies are able to ascertain
the exact areas that are negatively affecting job
satisfaction, they will be better able to employ
standardized guidelines to help current and future social
workers achieve satisfaction in their work, while at the
same time decrease turnover rates.
The overall research method that was used in this
research study is a quantitative design. The study
employed a self-administered survey questionnaire design.
This research design was selected since the study focused
on collecting data from a large group of people at one
point in time. Additionally, this type of research design
was selected due to the study's limited time frame.
Furthermore, the design selected ascertains that the
researchers' biases and values do not intrude with
participants' responses or the interpretation of data
(Parras, 1998) .
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Significance of the Project for Social Work
The need to conduct this study arose from the
researchers' desire to build administrative and
management awareness of the factors that lead to child
welfare workers' job satisfaction. Knowledge of these
factors may enable administration and management to
develop strategies and take actions intended to increase
job satisfaction in order to retain child welfare workers
and attract new ones. Furthermore, job dissatisfaction
can lead to burnout and eventual turnover, which means
the hiring of new child welfare workers who lack the
experience and skills needed in a field of practice that
commands competence. Unskilled and burned out workers
usually provide deteriorated services, which is not only
of concern to management but also to clients as it poses
a threat to the safety of children and the reunification
of families. Additionally, it is of County and management
concern to retain skilled workers, as it is cost
effective. Thus, it reduces the need for professional
training. Finally yet importantly, it may be of benefit
to clerical staff and other agency social workers that
child welfare workers•achieve job satisfaction, as they
will be more likely to bear a pleasant attitude that
8

promotes a comforting working ambience in which agreeable
and supportive coworker relationships can be maintained
(Parras, 1998) .
The findings of this research study may contribute
to the profession of child welfare by providing insight
on the factors that contribute to the job satisfaction of
child welfare workers. Specifically, the findings may be
of significant importance to San Bernardino County
Department of Children's Services as they may assist in
the development, maintenance, and increase in job
satisfaction of its child welfare workers. The field of
child welfare may utilize the findings of this study to
recommend that all counties implement standardized
procedures that increase child welfare worker job
satisfaction.
It was hypothesized that perceived supportive and
beneficial supervision, job autonomy and decision making
opportunities, the availability of promotional
opportunities, positive feelings of accomplishment or
achievement, support from colleagues, a perceived
manageable caseload, and perceived adequate salary are
more likely to increase the job satisfaction of child
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welfare workers in San Bernardino County Department of
Children's Services.
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CHAPTER TWO
LITERATURE REVIEW
Introduction
■ A review of the professional literature focusing on
specific factors related to job satisfaction will be
presented in this chapter. The chapter is divided into
multiple sections, each addressing a particular variable
of job satisfaction. These are supervision, job
autonomy/decision making, promotional opportunities,
feelings of accomplishment or achievement, coworker
support, workload, and salary. Finally, the chapter ends
with a section on the theory that guided the
conceptualization of this research study.
Job satisfaction has been defined in the literature
as a high degree of positive attitude, feelings, and
behaviors toward the overall components of the job
(Marriott et al., 1994). Consistent with this definition,
several studies have documented the job satisfaction and
dissatisfaction of workers in multiple fields of practice
within the human service profession. For the purpose of
this research study, emphasis will be placed on studies
addressing the job satisfaction of social workers in the
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field of child welfare, although studies conducted in the
field of gerontology and psychiatric social work will be
presented.
Supervision
Beneficial and supportive supervision and competent
and knowledgeable supervisors are extensively identified
in the literature as major contributors to job
satisfaction among social workers in many fields of the
human service profession (Dickinson & Perry, 2001;
Jayaratne & Chess, 1984; Marriott et al., 1994; Parras,
1998; Regehr et al., 1997; Rycraft, 1994; Sharma et al.,
1997). Research has been conducted on job satisfaction
among psychiatric social workers (Marriott, Sexton, &
Staley, 1994). The researchers compiled a survey study of
188 psychiatric social workers using 13 different
components (job variety, job autonomy, social
interaction, task requirements, job prestige, learning
opportunities, role definition, time allowed for
education, supervision, pay, organizational requirements,
opportunities to engage in administrative decisions, and
money allowed for education) to measure job satisfaction.
The study aimed to determine which of the 13 components
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directly affected the job satisfaction for psychiatric
social workers.
Overall, the study found that the majority of
psychiatric social workers reported high levels of job
satisfaction (Marriott et al., 1994). It was concluded
that some of the factors that contributed to high levels
of job satisfaction among these practitioners included
opportunity for social interaction, variety in work
assignments, autonomy to make professional and
administrative decisions, the prestige and status
inherent in their job title, a clearly defined work role,
and quality supervision and consultation. The only factor
found to contribute to job dissatisfaction was the
non-allowance of money for continued education. When it
came down to it, Marriott and colleagues (1994) stated
that when looking at overall job satisfaction, social
workers were more satisfied as a whole as opposed to
focusing on specific aspects of their jobs, which could
lead them to be more dissatisfied. As it can be seen,
supervision was a component of the job that contributed
to psychiatric social workers' high levels of job
satisfaction.
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In the field of child welfare, supervision is
identified as a principal contributing factor to job
satisfaction of workers employed in this arena. A study
conducted by Rycraft (1994) outlines the agency's role in
the retention of child welfare workers and their level of
job satisfaction. By means of two to three hour focused
interviews with 23 child welfare workers from six
different public social service agencies working under
different departments such as youth services, foster
care, adoptions, and specialized units (such as sexual
abuse), the study identified organizational factors that
contributed to child welfare workers' level of job
satisfaction and their decision to remain on the job.
The four organizational factors identified in the
study were mission, supervision, goodness of fit, and
investment. Child welfare workers catalogued quality of
supervision as a significantly important organizational
factor in determining their level of satisfaction and
decision to! remain on the job. The participants stated a
preference for the use of supervision that was vested in
guidance and consultation rather than for the monitoring
of workers' progress. Furthermore, participants outlined
characteristics that are valued in supervisors such as
14

accessibility, knowledgeability, experience, and most
importantly, being supportive and responsive to workers'
needs.
Furthermore, Sharman and her colleagues (1997)
examined supervision as it related to the job
satisfaction of child welfare workers in an urban area.
The purpose of their study was to determine what factors
were identified by workers as contributors to their job
satisfaction, to what extent employee demographic
characteristics predicted job satisfaction, and whether
job satisfaction varied with job position. The sample
consisted of 29 social service workers divided into two
groups. One group was composed of social workers and
supervisors and the second group was composed of family
social workers. In addition to supervision, researchers
employed a survey design that measured six other areas of
job satisfaction. These were work, coworkers, pay and
promotion, work environment, training, and position.
Specifically, supervision was assessed in terms of
supervisor qualities such as tactfulness and flexibility.
Consistent with the results of the Rycraft (1994)
study, participants in this study reported higher levels
of satisfaction with quality of supervision than with
15

other variables under study. The study did not yield
significant results in terms of what demographic
characteristics predicted job satisfaction. Moreover, the
study found supervision to be the only variable that
contributed to different levels of job satisfaction among
different job positions. For example, social workers and
supervisors reported lower levels of satisfaction with
supervision, while family service workers reported higher
levels of satisfaction with the quality of supervision
they received. Although the findings of this study seem
consistent with the literature, one needs to be cautious
when interpreting the results as the sampling criteria
included supervisors. Supervisors usually do not undergo
the same experiences encountered by line workers, as they
do not work in the direct provision of services to
children and families.
Dickinson and Perry (2001) conducted another study
that highlighted the importance of supervision as a
contributing factor to the job satisfaction of child
welfare workers. These researchers looked specifically at
factors such as burnout (in the form of emotional
exhaustion, depersonalization, and lack of personal
accomplishment), case load, social support, level of
16

stress, and supervision to determine how these affected .
the job retention of specifically trained (Title IV-E)
public child welfare workers. This research looked
specifically at what contributing factors played a role
in retaining Master's level social workers trained in
child welfare. A self- administered survey was sent to
235 social workers that completed their stipend/contract
obligation in a public child welfare agency (Dickinson &
Perry, 2001). Specifically, the study reported a positive
association between social workers' satisfaction with
supervision and their decision to remain on the job past
their two-year contract obligation. Child welfare workers
that stayed in the field reported higher levels of
support from their supervisors who were perceived as
reliable sources of help (Dickinson & Perry, 2001).
Moreover, Regehr et al., (2000), conducted another
study that assessed child welfare workers' satisfaction
with their job. The purpose of the study was to
understand what types of stresses (workload,
environmental, accountability, and job- related
incidents) arose from working in the field of child
welfare and what individual (family and friends) or
agency level support (support from supervisors) could
17

alleviate stress and decrease turnover rates. Researchers
distributed 175 questionnaires to child welfare workers
with the intent to explore stress and traumatic events in
their line of work. Of those 175 participants, 20 were
randomly chosen to take part in an interview to further
explore their stressful situations. In general, the study
found that working in child welfare settings proved to be
stressful because of high caseloads, accountability
pressures, deadlines, and general environmental stressors
that are part of the job, all of which contribute to the
high rates of turnover amongst child welfare workers.
Specifically, results of the study, whose findings in
terms of supervision seem consistent with those of
previously cited studies, were that support from family,
friends, or within the work organization (from
supervisors and managers) helped child welfare workers
cope with the ongoing stress in their lives (Regehr et
al., 2001). Furthermore, researchers noted that quality
supervision in these environment could assist child
welfare workers debrief their job related stress.
Although supervision has been found by numerous
studies as a source of job satisfaction for many social
workers in various fields of the human service
18

profession, in other studies quality supervision has been
found nonexistent and cited as a factor that if addressed
could increase their level of job satisfaction (Davis,
2001; Parras, 1998; Vinokur-Kaplan, 1991). Parras (1998),
for example, examined factors identified by the
literature as contributors to job satisfaction in order
to assess the job satisfaction of 26 intake Social
Service Practitioners (also known as child welfare
workers) in Child Protective Services. The researchers
employed a combined quantitative and qualitative study
design where participants were asked to rate their level
of satisfaction in relation to the variables under study.
Among the variables under study was supportive
supervision. Supportive supervision was assessed on the
availability of supervisors to listen genuinely and
empathetically to workers' problems and concerns and on
the existence of psychological or interpersonal support
and technical assistance provided by supervisors.
The results, contrasting to most studies discussed
here, indicate that intake workers were only moderately
satisfied with the type and quality of supervision
received. It was further indicated that enhancing the
quality of supervision would increase their level of job
19

satisfaction. Thus, supervisors need to gain awareness of
the qualities that characterize supportive supervisors in
an attempt to meet the needs of the social workers they
oversee. The findings of this study should be considered
carefully a s ' a couple of limitations apply. First, the
sample size was relatively small, representing only 33
percent of the total intake practitioners employed in the
county at that time. Second, the sampling criteria
excluded other social workers that work in the'direct
provision of services to children and families, such as
case carrying workers (also known as case management
workers). Adding case carrying workers or workers in
different specialized units (such as adoptions) to their
sampling criteria could have yield a more representative
sample population.
Furthermore, perceived supportive and beneficial
supervision was also found to be nonexistent in a study
by Davis (2001). The researcher examined the factors most
important to 97 social workers from Riverside County
Department of Child Protection Services in their decision
to remain on the job. The researcher employed a
quantitative study design using a self-administered
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questionnaire to assess 26 variables of job satisfaction
including encouraging supervisors.
Results indicate that social workers were mostly
satisfied with the majority of the variables under study
such as financial compensation; sense of accomplishment;
medical, dental, and retirement benefits; cooperative,
responsive, and culturally sensitive work environment;
adequate work load; training and professional growth;
flexible work schedule; participation in decision making
about policies and procedure; CWS/CMS support; and
clarity of agency mission. However, other variables
(promotional opportunities, pleasant work environment,
mental health care, legal liability protection,
challenging work, sufficient resources, and supportive
supervisors) were cited to exist only once in a while in
the agency environment and were rated as most important
in deciding to remain on the job. Included in these
variables for which participants reported dissatisfaction
and were assumed to warrant the most attention by agency
personnel was the lack of encouraging supervisors.
Participants reported that the lack of supportive and
empowering supervision was an element in the agency that
promoted job discomfort and dissatisfaction. Although
21

this study's findings were not supportive of the
existence of beneficial supervision, they delineate the
importance of quality and supportive supervision as a
contributor to job satisfaction.
In comparison, Vinokur- Kaplan (1991) found similar
results when assessing job satisfaction in his study. The
study looked at how personal, organizational, and
client-related factors affect job satisfaction.
Specifically, the study assessed factors related to job
satisfaction such as salary, work with clients, working
conditions, feelings of accomplishment, work with
colleagues, and supervision. The sample was composed of
279 recent graduates, of which 36 percent were employed
in child welfare agencies, 34 percent in child welfare
related agencies (such as foster family agencies), and 30
percent in other social work agencies. Each participant
filled out a mailed questionnaire. Overall, job
satisfaction resulted from working with clients, work
with colleagues, and feelings of accomplishment. Factors
that decreased job satisfaction for child welfare workers
include salary, working condition, and poor supervision
(Vinokur- Kaplan, 1991). Comparing with the results from
the Davis (2001) and Parras (1998) studies, among the
22

components that decreased job satisfaction was the
organizational factor of poor supervision (VinokurKaplan, 1991).
Overall, supervision is a significant contributing
factor to the job satisfaction of social workers.
Although supervision was a source of job satisfaction in
most studies, it was also found nonexistent in many child
welfare agency environments. Consequently, quality
supervision is a factor that needs to be addressed inorder to improve job satisfaction and worker retention.
Job Autonomy/ Decision Making
As it will be seen from the literature review, a
work environment that allows workers freedom of choice
and provides them with decision-making opportunities is
vital in fields of practice that are governed by rules
and regulations. In particular, the field of child
welfare is governed by strict guidelines that determine
what actions social workers can take and place limits on
their authority (Pecora et al., 2000). Similarly, the
same can be said about other fields of practice such as
psychiatric and gerontology social work.
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It is documented in the literatur e that human
service work environments that foster job autonomy and
decision making positively contribute to the job
satisfaction of its workers (Dickinsor & Perry, 2001;
Kadushin & Kulys, 1995; Marriot et al., 1994; Parras,
1998). For example, job autonomy and the ability to be
involved in direct decision-making wer e key components in
increasing job satisfaction among psyc hiatric social
workers (Marriott et al., 1994). Job autonomy and
independence to make appropriate decisions were reported
as significant contributors to job satisfaction for
i
l
;
l
psychiatric social workers. Job autonomy and decision
making authority gave psychiatric socieal workers the
freedom to decide how to best deal wit!'
Ia clients and the
power to influence hospital policies aid procedures
(Marriott et al., 1994).
Furthermore, in the field of gerontology job

J
autonomy appears to be an indicator of worker job
satisfaction. Kadushin and Kulys (1995!) assessed
gerontology social work discharge planners' sources of
job satisfaction. The study's sample size consisted of 80
social workers employed in 36 different acute care
hospitals. Researchers asked discharge planners to rate
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their level of satisfaction in regards to different
components of the job such as caseload, salary, work with
clients, work with staff, resources, and job autonomy.
Participants were asked open-ended questions regarding
the latter components of the job. In particular, job
autonomy was one of the factors discharge planners cited
as a major source of job satisfaction. Results suggest
that the allowance of freedom and independence in
worker's daily work activities are a crucial component in
fostering pride and satisfaction in their work.
Job autonomy has also been a source of job
satisfaction in the field of child welfare. Dickinson and
Perry (2001) found that public child welfare workers
experienced job autonomy in their work related activities
and were given the opportunity to take part in
professional decision-making. In fact, child welfare
workers in the study cited job autonomy and decision
making as significant contributors to their job
satisfaction. The ability to make decisions.in the work
environment adds a sense of importance and gives social
workers a sense of control in being able to actively take
part in all aspects of the working process (Dickinson &
Perry, 2001).
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FurthermoreParras

(1998) assessed child welfare

intake workers' perceptions of the amount of job autonomy
provided to them by their agencies of employment. The
researcher defined job autonomy as opportunities given to
intake workers to employ their professional skills, the
ability to work independently, and discretion to make
important decisions regarding their cases. The results
appear consistent with the latter studies. Job autonomy
received the highest score for contributing to workers'
job satisfaction. Participants indicated their greatest
level of job satisfaction came from the amount of job
autonomy provided.to them in their work environment. The
literature seems to be consistent in that job autonomy
fosters job satisfaction among workers in different areas
of the human service profession (Dickinson & Perry, 2001;
Kadushin & Kulys, 1995; Marriott et al., 1994; Parras,
1998). Job autonomy is an organizational element that can
easily be implemented in the work environment to promote
the job satisfaction of workers (Dickinson & Perry, 2001;
Kadushin & Kulys, 1995; Marriott et al., 1994; Parras,
1998).
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Promotional Opportunities
As it will be seen from the literature review, the
ability to grow professionally adds a sense of meaning to
one's career and gives professionals the opportunity to
develop new skills. Jayaratne and Chess (1984) looked at
Master's level social workers in the National Association
of Social Work (NASW) specializing in various field of
practice within the human service profession. The sample
consisted specifically of 84 family services workers, 60
child welfare workers, and 144 community mental health
workers. Using self- reported questionnaires researchers
assessed job satisfaction, burnout, and stress (role
ambiguity, role conflict, and workload) as they relate to
different components of the job such as organizational
climate in terms of physical comfort, challenge,
financial rewards and promotional opportunities. The
researchers also assessed how these climates affected
workers' intent to change jobs. The researchers found
that the best predictor of job satisfaction regardless of
job setting (family services, child welfare, or community
mental health) was promotional opportunities. Social
workers who claimed to have various promotional
opportunities afforded to them by their employers were
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the most satisfied and less likely to move jobs
(Jayaratne & Chess, 1984). Conversely, social workers
that reported feeling restricted in their job (less
chance for advancement) were seeking new employment
(Jayaratne & Chess, 1984). Along the same lines,
Dickinson and Perry (2001) also found that the
availability of promotional opportunities was seen as one
of the key factors that causes public child welfare
social workers to be more satisfied with their job and
therefore stay at their place of employment.
Conversely, Parras (1998) supported the notion that
promotional opportunities and professional development
are factors that, if addressed, would increase Social
Service Practitioners'

(child welfare workers) level of

satisfaction with their job. One of the variables
assessed in this study was professional development in
terms of the availability of training programs to advance
workers' skills. Participants in the study reported being
somewhat satisfied with professional development. The
agency did not. provide sufficient training to allow
workers to enhance and update their professional skills.
It was further indicated by participants that increasing
opportunities for professional growth would increase
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their level of job satisfaction. Based on the findings of
the study, it can be assumed that the availability of
training programs or monetary allowances for continuing
education may promote workers' level of job satisfaction
as they help workers acquire the competencies needed to
be candidates for promotion.
Additionally, the availability of promotional
opportunities and professional development are
characteristics cited by many social workers as important
even though these might be nonexistent in the work
environment and thus pose as a source of job
dissatisfaction. Jayaratne and Chess (1986) conducted a
study in which they tracked job satisfaction in the
social work realm among 202 administrators and 356
caseworkers belonging to the NASW and held an MSW degree.
They employed a quantitative approach to measure how job
satisfaction was affected by several factors including
challenge level, comfort, financial rewards, role
ambiguity, role conflict, workload, and promotional
opportunities. The overall findings from the seven areas
that were measured showed high levels of job satisfaction
regardless of position (administrators or caseworkers).
However, younger social workers regardless of job
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position were less satisfied with their jobs (Jayaratne &
Chess, 1986). Most importantly, researchers found that
caseworkers in the study rated promotional opportunity as
a source of worry, which affected their overall job
satisfaction in a negative way. They reported that their
opportunities for advancement were blocked due to lack of
knowledge or inexperience in specific fields (i.e.
clinical casework)
Davis (2001) who studied 26 components of job
characteristics, including availability of promotional
opportunities, to assess child welfare workers level of
job satisfaction, found similar results. The study found
lack of promotional opportunities and six other factors
(pleasant work environment, mental health care, legal
liability protection, challenging work, sufficient
resources, and supportive supervisors) as sources of job
dissatisfaction. The component of promotional
opportunities was found nonexistent in the agency
environment and was cited as one component that warrants
the most attention by agency personnel.
Furthermore, promotional opportunities as a
contributing factor to job satisfaction were not
supported by Sharma and colleagues (1997). This factor
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was assessed to determine its relation to the job
satisfaction of child welfare workers in the agency under
study. The results of the study found that promotional
opportunities were a source of job dissatisfaction among
the study's participants.
Taking from the findings of the latter studies, it
can be inferred that allowing workers to self-promote or
change positions in accordance with their professional
training and competencies would promote a sense of job
satisfaction among workers who seek promotional
opportunities.
Although promotional opportunities and professional
development did not contribute to workers' level of job
satisfaction in most of the studies here reviewed, they
were nonetheless, cited as factors that can be addressed
to promote job satisfaction. As it can be seen from the
literature, the availability of promotional opportunities
and professional development significantly influence job
satisfaction. Consequently, administrators should take
appropriate measures to provide opportunities that allow
their employees to extend their professional skills and
promote accordingly.
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Feelings of Accomplishment/Achievement
Personal feelings of accomplishment or achievement
from the work social workers perform are significant
factors that contribute to worker job satisfaction
(Dickinson & Perry, 2001; Kadushin & Kulys, 1995;
Vinokur-Kaplan, 1991). The literature constantly cites
feelings of accomplishment or achievement as one of the
most important variables in achieving satisfaction in
one's job (Dickinson & Perry, 2001; Kadushin & Kulys,
1995; Vinokur-Kaplan, 1991). Similarity, social workers'
feelings of accomplishment or achievement are
persistently found in the literature as sources of job
satisfaction in different fields of social work. In a
study conducted in the field of gerontology by Kadushin
and Kulys (1995), it was found that one of discharge
planners' most cited sources of job satisfaction in
working with elderly patients in hospital settings was
the strongly felt sense of achievement. The discharge
planners' sense of achievement was fostered by their
ability to effectively meet the needs of their patients,
complete work related tasks, deal appropriately with time
constraints and uncooperative hospital staff, and
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properly deal with organizational protocols (such as the
pressure to quickly discharge patients).
In the field of child welfare, similar results were
found in a study conducted by Vinokur- Kaplan (1991). It
was found that the majority of the sample reported
feelings of accomplishment as a main reason for feeling
satisfied with their job. The same findings were found
when Dickinson and Perry (2001) looked at public child
welfare workers' level of job satisfaction and feelings
of accomplishment. High levels of job satisfaction as the
result of workers' sense of job accomplishment were due
to a combination of factors including recognition from
others in the field and making a difference in a client's
life (Dickinson & Perry, 2001). In combination,
recognition from other fields and the ability to make a
difference in the lives of clients, contributed to
greater levels of job satisfaction. Consequently, it is
not surprising that social workers that planned to leave
their job reported a lacked sense of accomplishment
(Dickinson & Perry, 2001). To conclude, taking from the
latter studies, human service workers' feelings of pride
and accomplishment in their work can lead to job
satisfaction.
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Coworker Support
Having a support system in the work place can be
effective in helping coworkers manage stress, provide
support with tough decision-making, and offer a safety
net when things start getting out of control (Regehr,
2000). In the field of psychiatric social work,
researchers looked at non-task aspects of workers' job
such as opportunities for social interactions and found
this aspect of coworker support to be the highest rated
in terms of positively affecting job satisfaction
(Marriott et al., 1994). Conversely, in a study conducted
in the field of gerontology by Kadushin and Kulys (1995)
contrasting results were found. In assessing social work
discharge planners' level of job satisfaction, it was
found that coworker support was rated as the third major
source of job dissatisfaction. Discharge planners stated
being heavily dissatisfied with the lack of support and
cooperation from hospital staff coworkers, physicians in
particular, and with that of other health care
professionals. Evidently, professional and social support
from colleagues was considered necessary in order to
increase the job satisfaction of the study participants.
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In the field of child welfare, studies have
positively associated coworker support with high levels
of job satisfaction and intention to remain on the job.
This concept is seen when coworker support was determined
to be a factor that influenced job retention among child
welfare workers (Dickinson & Perry, 2001). The sample of
welfare workers displayed a trend in data. Workers who
were leaving or planned to leave their jobs reported less
support from peers, while those who were satisfied in
their jobs and intended to stay reported high levels of
peer support (Dickinson & Perry, 2001).
Furthermore, coworker support is an important
contributor to job satisfaction, as these relationships
can be multi purposed. Supportive informal coworker
relationships can be therapeutic as they allow child
welfare workers to vent their stresses with others who
undergo the same experiences and are bound to the same
confidentiality standards. This concept was illustrated
in the Sharma and colleagues (1987) study where it was
found that child welfare workers were most satisfied with
informal and personal coworker relationships.
Participants classified their coworkers as trustworthy,
responsibly, and friendly. In addition, the overall
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findings by Regehr et al.,

(2000) report that coworker

support helped child welfare workers cope with the
ongoing stress in their lives.
- Moreover, aside from informal coworker support,
coworker relationships can take the form of strong
professional relationships. Seasoned workers can serve as
professional consultants in regards to clients cases,
work related issues, and agency protocols
(Vinokur-Kaplan, 1991). For example, it was shown that
child welfare workers reported work with colleagues
(coworker support) as a positive predictor of job
satisfaction over other factors such as salary and
supervision (Vinokur- Kaplan, 1991) . As illustrated by
the literature, the added sense of security that arises
from supportive coworker relationships, whether personal
or professional, can be essential in the demanding field
of child welfare.
Workload,
It is widely known that the human service profession
is compounded by a number of dilemmas, one of which is
the overabundance of cases and the under representation
of staff (Regehr et al., 2000). Many social workers feel
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as if they cannot keep up with the pressures of the job.
As a result of the overabundance of cases, workers tend
to be dissatisfied with the workload component of their
jobs (Jayaratne & Chess, 1984; Kadushin & Kulys, 1995;
Regehr et al., 2000). Gerontology discharge planners
report dissatisfaction with the large number of cases
assigned to them (Kadushin and Kulys, 1995). This
component was reported as a contributing factor to the
dissatisfaction with their job. As stated by
participants, a large caseload proved to be
unsatisfactory and unmanageable because it did not allow
workers the time to fully engage with each one of their
clients in addressing and meeting all their needs.
Moreover, Jayaratne and Chess (1984) looked at
Master7s level educated social workers in the NASW
regardless of their field of practice within the human
service- profession. The sample consisted specifically of
family services workers, child welfare workers, and
community mental health workers. Using self- reported
questionnaires researchers assessed job satisfaction,
burnout, and stress (role ambiguity, role conflict, and
workload) as they relate to different components of the
job such as organizational climate (physical comfort,
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challenge, financial rewards, and promotional
opportunities). The researchers also assessed how these
components affected workers' intent to change jobs. In
looking at workload, almost half of the child welfare
workers reported high caseloads negatively affected their
job satisfaction.
In comparison, Jayaratne and Chess (1986) conducted
a study in which they tracked job satisfaction in the
social work realm, specifically•among 202 administrators
and 356 caseworkers belonging to the NASW who held a
Master's degree in Social Work. Together they employed a
guantitative approach to measure several factors
including level of challenge, comfort, financial rewards,
promotional opportunities, role ambiguity, role conflict,
and workload and how these affected job satisfaction. The
overall findings from the seven areas that were measured
showed high levels of job satisfaction regardless of
position. What stood out in the study findings was the
fact that administrators were most dissatisfied with
workload. Increased workload was seen as a relational
part of the job itself, yet women in the study tended to
be less negatively influenced by workload than their male
counterparts (Jayaratne & Chess, 1986).
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The above findings are consistent with those of the
Regehr et al.,

(2000), which are uniform with the results

of various other research studies on stress and burnout.
Regehr and colleagues (2000) report that 68 percent of
their participants stated workload was a primary cause of
stress in their job. Workers saw job responsibilities as
a burdgn due to the extra duties that have been added
over the years including more documentation requirements,
multiple demands, and shorter timelines to get cases
settled (Regehr et al., 2000).
Conversely, to the claims made by the social workers
in the latter study, other studies cited workload as not
having a negative effect on the job satisfaction of their
participants. For example, community mental health
workers reported having large caseloads and reported such
caseloads as manageable (Jayaratne & Chess, 1984). In
other cases, the size of the caseloads among child
welfare workers is not a predictor of job retention. This
was made evident in a study conducted by Dickinson and
Perry (2001). Their findings showed that public child
welfare workers who stayed at their jobs had
significantly higher caseloads than their counterparts
who were leaving or planned to leave their jobs.
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SalarySalary is a source of concern for everyone since we
all depend on it for our survival. It is not surprising
that money has become a determining factor for the types
of careers people select. Financial rewards became a
significant predictor in intent to change jobs for child
welfare workers and community mental health workers
(Jayaratne & Chess, 1984). According to the researchers,
salary negatively affected turnover rates in this
population sample, thus effectively addressing this issue
can help to increase the level of workers' job
satisfaction.
Two years later Jayaratne and Chess (1986) found the
same results amongst a different population. The
caseworkers they surveyed regarding job satisfaction
indicated that financial rewards (salary) affected their
job satisfaction negatively. Caseworkers were
dissatisfied with the monetary compensation received for
the work they preformed. Salary was the primary factor
that negatively influenced their overall level of job
satisfaction. This ties in with what Dickinson and Perry
(2001) found that on average, child welfare workers who
reported they were leaving or intended to leave their
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place of employment earned less than child welfare
workers who planned to stay at their jobs.
In looking specifically at child welfare workers, it
is evident they are consistently underpaid for the
importance of the work they perform (Sharma et al.,
1997). Interestingly .enough Vino_kur- Kaplan (1991) was
correct in pointing out that financial factors like
salary and benefits increased the job satisfaction of
workers in child welfare agencies. In fact, 57 percent of
the participants in the Vinokur-Kaplan (1991) study
claimed salary was the major contributor to their level
of job dissatisfaction. Furthermore, Sharma and her
colleagues (1997) cited salary as a source of job
dissatisfaction. Child welfare workers in this study
reported their salaries to be insufficient for living
expenses and inadequate compensation for the type of work
performed. Combined, the findings of the latter studies
reinforce the fact that salary has a direct effect on job
satisfaction. The determining factor is whether the job,
be it in child welfare or other social service agencies,
pays well in relation to the type and amount of work
performed.
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As it can be seen from the findings of numerous
studies in different fields of practice within the human
service profession, salary is an important determinant of
job satisfaction and intention to remain or leave the job
(Dickinson & Perry, 2001; Jayaratne & Chess, 1984;
Jayaratne & Chess, 1986; Sharma et al., 1997;
Vinokur-Kaplan, 1991).
Theories Guiding Conceptualization
The theory that was used to guide this research
proposal is Ecosystems Theory (Zastrow & Kirst-Ashman,
2004). A premise of this theory is that individuals and
their environment are inseparable from each other. That
is, individuals and their environment are in constant
reciprocal involvement with each other seeking a goodness
of fit. The person and the environment do not operate in
isolation; there is constant interdependence. Thus, there
is always interaction among various systems.
If applied to the components of this research, child
welfare workers (the person) operate within the context
of San Bernardino County DCS offices, which serve as the
environment. According to Ecosystem Theory, the goal is
to maintain harmonious transactions in order to find a
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goodness of fit in which the agency's and the workers'
needs are meet. If transactions between the agency and
the workers are positive, then the workers are more
likely to be in the path to job satisfaction. However, if
transactions are negative, then job dissatisfaction is
foreseen. If a goodness of fit is nonexistent, workers
and the agency must adapt to the existing conditions.
Thus in terms of child welfare worker job satisfaction,
it is when adaptations are unsuccessful or exhaustive
that child welfare workers end dissatisfied with one or
more of the systems that operate within the agency
environment (co-worker system, client and family system,
and administration/organizations system).
Summary
In overview, the most common factors that contribute
to job satisfaction among practitioners in different
fields of practice within the human service profession,
with specific emphasis to the field of child welfare,
include perceived supportive supervision, the
availability of job autonomy and decision making, the
availability of promotional opportunities, positive
feelings of accomplishment or achievement in ones work,
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informal and professional support from colleagues, a
manageable caseload, and perceived adequate salary. It is
because of the importance of these factors in determining
job satisfaction among child welfare workers that the
present study was conducted.
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CHAPTER THREE
METHODS
Introduction
This section includes a detailed description of the
research methods and procedures that were employed in
carrying out this study. Specifically, this section
addresses the design of the study, sampling methods used,
data collection and instruments, procedures, protection
of human subjects, and methods for data analysis.
Study Design
In response to the lack of research on the factors
that influence the job satisfaction of child welfare
workers, this research study addressed the issue of job
satisfaction among child welfare workers in the
Department of Children's Services, San Bernardino County.
Derived from the knowledge base on the factors that
contribute to job satisfaction among practitioners in the
human service profession, the purpose of this study was
to assess child welfare workers' job satisfaction in
terms of supervision, job autonomy and decision making
opportunities, promotional opportunities, feelings of
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accomplishment or achievement, colleague support,
caseload, and salary.
The research method employed in this research study
was a quantitative survey design, using self-administered
questionnaires. Through self-administered written
questionnaires information was gathered which identified
participants' perceptions on their level of job
satisfaction in terms of the factors under study. A
package that included a letter of introduction, informed
consent, survey questionnaire, debriefing statement, and
a return envelope was placed in participants' mailboxes.
Participants in a pre-labeled sealed envelope then
returned completed packages anonymously via inner-office
mail to supervisor Sally Richter's and assistant
supervisor Olga Granillo's mailboxes. The sampling
criteria consisted of all DCS line-workers who work in
the direct provision of services to children and
families, with the exclusion of supervisors, clerical
staff, and interns. It was anticipated that out of the
360 line-workers that were surveyed, at least 50 percent
would respond by completing and returning the survey
questionnaire.

46

The rationale for choosing a qualitative research
design was partially due to the study's limited time
frame, low cost, and confidentiality. Furthermore, the
design selected ascertained that the researchers' biases
and.values did not intrude with respondents' responses or
the interpretation of data (Cabrera, 1998). Additionally,
a survey questionnaire design was appealing as it is
intended to collect data from a large group of people at
one point in time.
Contrary to the strengths of this quantitative
research design, several methodological limitations
apply. First, survey questionnaire designs have a known
low response rate. This limitation was addressed by
reminding participants via e-mail of the critical
importance of their participation in studying the factors
most salient to the job satisfaction of child welfare
workers. Another limitation was the potential that
participants' responses may have been biased, untruthful,
or questions may have been left unanswered, as child
welfare workers could have felt threatened to state
exactly how they felt about certain aspects of their
jobs. Finally, a survey design limited the researchers'
ability to observe non-verbal behavior and to probe into
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participants' answers to gain a more comprehensive
understanding of their responses (Cabrera, 1998).
It was hypothesized that perceived supportive and
beneficial supervision, job autonomy and decision making
opportunities, the availability of promotional
opportunities, positive feelings of accomplishment or
achievement, support from colleagues, a manageable
caseload, and perceived adequate salary were more likely
to increase the job satisfaction of child welfare workers
employed at San Bernardino County Department of
Children's Services.
Sampling
Participants for this study were recruited from all
seven Department of Children's Services offices in San
Bernardino County. These offices are located in Rancho
Cucamonga, Rialto, Gifford Street in San Bernardino,
Carousel Mall in San Bernardino, Victorville, Yucca
Valley, and Barstow. Since the purpose of the study was
to assess the job satisfaction of employees continually
working in the direct provision of services to children
and families, Social Service Practitioners (SSP) and
Social Worker Ils (SW Ils) were chosen as they fulfill
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these duties. They are involved in the continual
investigation of child abuse and neglect and provide
ongoing emergency and case management services to
children and their families. Consequently, the sampling
criterion consisted of all SSP and SW Ils who were
actively providing services and working directly with
children and families. Management, supervisors,
administration, support staff, clerical staff, and
interns were excluded from participating. A demographic
sampling criterion in terms of age, ethnicity, gender,
level of education, years of experience in child welfare,
and years of employment in DCS was not set.
The sample consisted of male and female SSPs and SW
Ils of varying age, ethnicity, and length of employment
with DCS. SSPs and SW Ils worked under different programs
including emergency response (intake), court ordered
family maintenance, voluntary family maintenance, family
reunification, permanency planning, foster care, and
adoptions. SSPs and SW Ils differed in their level of
education and task assignment. SSPs were Master's level
social work graduates, while SW Ils were generally
educated at the Bachelor level. SSPs were assigned to
child neglect, physical abuse, sexual abuse, and
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emotional abuse cases, while SW Ils were usually assigned
only to general child neglect cases.
There were a total of 360 SSPs and SW Ils employed
in San Bernardino County Department of Children's
Services who meet the criteria for participation in this
study, totaling up to a possible sample size of 360.
Although a survey questionnaire was provided to all 360
SSPs and SW Ils, there was an expected response rate of
50 percent or 180 participants. Ultimately, the sample
size consisted of the number of surveys returned.
Data Collection and Instruments
The data for this study was collected using a
self-administered questionnaire. The questionnaire was
made up of several sections pertaining to the various
independent variables (quality of supervision, job
autonomy and decision making, availability of promotional
opportunities, perceived feelings of achievement or
accomplishment, co-worker support, caseload, and salary),
the dependent variable (job satisfaction), and
demographic information, all of which were adapted from
previous research. Participants answered the questions by
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filling in the blank, answering on a Likert scale, or a
combination of both.
Specifically, the demographic section included
questions on gender, age, ethnicity, marital status,
level of education, and years employed at DCS.- The
dependent variable, job satisfaction, was measured using
items that were adapted from the Spector (1997) study on
stress and job satisfaction, which measured areas related
to the overall satisfaction with one's job in a Likert
scale format (Alpha = .8280) .
The salary portion was also taken from the Spector
(1997) study and included questions regarding current
salary, satisfaction with pay, and desire for more pay
(Alpha = .7445) . The workload portion was taken from the
same study and from CalSWEC and included questions
regarding current caseload and paperwork (Alpha = .7334
and .7491). Co-worker support questions were taken from
Ellett's (2001) seven-item scale (Alpha = .9295), which
gathered information regarding perceived casework and
emotional support from co-workers.
In looking at supervision, a scale (Alpha = .9251)
provided by CalSWEC was employed, which looked at the
properties like quality of supervision, perceived
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competence of one's supervisor, and the availability of
clinical licensure supervision hours. Promotional
opportunities and professional development were measured
using Spector's (1997) scale, which looked at
participants' perceived opportunities for promotional
advancement, training, and professional development.
Feelings of achievement were measured using scaled
questions regarding participants' feelings of achievement
or accomplishment in working with clients and
satisfaction with clients' progress. Job autonomy and
decision making were measured using the participant's
perceived feelings of their ability to make decisions on
their own regarding cases and flexibility with work
schedule.
As it can be seen, the adapted scales have proven
high reliability and validity with Alpha scores ranging
from .7334 to .9295 when measuring the latter factors
known to influence the job satisfaction of child welfare
workers. In the past, this survey questionnaire was
administered to participants of varying ethnicities and
backgrounds, thus demonstrating cultural sensitivity
(Weaver & Chang, 2001).
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Procedures
The initial step in conducting this research study
was to seek approval to conduct the study from San
Bernardino County Department of Children's Services. A
research proposal describing the nature of the study and
asking for consent was presented to the administration
unit at the DCS. Potential study participants included
all SSPs and SW Ils employed at DCS who held either a
Bachelor degree or a Master degree in Social Work. A
package that included a letter of introduction, informed
consent, survey questionnaire, debriefing statement, and
a pre-labeled return envelope was placed in participants'
mailboxes between February 14-16, 2007.
The first form in the packet was an introductory and
instruction letter (Appendix A ) . This letter provided
participants with background information on the nature of
the study, the purpose of the study, and instructions on
competing and returning the informed consent and survey
questionnaire. Participants were given until February 23,
2007 to complete and return the informed consent and
survey questionnaire and were instructed to send the
sealed envelope via inner-office mail to the designated
supervisors. The supervisors anonymously secured the
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returned envelopes until these were picked up by one of
the researchers.
Consent to participate was obtained through the use
of an informed consent form (Appendix B) in which
potential participants were instructed to sign with an
"X" mark to grant their willingness to voluntarily
participate in this study. Furthermore, participants were
asked not to place any identifying information such as
name, address, or telephone number anywhere in the
questionnaire; therefore^, the research study was kept
confidential throughout the entire process. The selfadministered questionnaire (Appendix C) included a number
of questions that took about 10 to 20 minutes to
complete. Once the questionnaire was completed,
participants read the debriefing statement (Appendix D)
located at the end of the packet, which was theirs to
keep

Protection of Human Subjects
The protection of rights and welfare of all
participants was safeguarded by the research design
chosen for the study and by the process and procedures in
carrying out the study. First, the questions in the
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survey have been proven by other research studies to be
neither manipulative nor stressful (Weaver & Chang,
2000). Moreover, the questionnaires were not numbered;
therefore participants cannot be identified. In addition,
a letter of introduction was given to participants
explaining the research project and confidentiality
measures. Also, an informed consent was provided which
stressed voluntary participation, the right to withdraw
participation at any time without penalty, the right to
leave questions blank if participants felt these may
reveal their identity, and that consent should be granted
by signing with an "X" mark and not their name. Lastly, a
debriefing statement was included at the end of the
questionnaire outlining a contact number to reach the
faculty advisor supervising this project, a statement of
where and when the findings of the study were available,
and a mental health referral in case participation in the
study causes distress. Furthermore, participants returned
the informed consent and survey questionnaire in a
pre-labeled envelope via inner-office mail to protect the
anonymity of the participants. The findings of the study
were presented anonymously in aggregated data only and
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the surveys were destroyed at the conclusion of the
research study around July 15, 2007.
Data Analysis
The data gathered in this study utilized a
quantitative data analysis method to determine
relationships among the variables under study.
Descriptive statistics were used to summarize demographic
and job related data using measures of central tendency
(mean) and measures of variability (standard deviation).
Furthermore, inferential statistics (Pearson's r) were
used to assess the relationship between supervision, job
autonomy and decision making, promotional opportunities
and professional development, feelings of accomplishment
or achievement, social support, caseload, and salary
(independent variables) and job satisfaction (dependent
variable). In addition, multiple regression analysis was
used to determine the effect of the multiple independent
variables on job satisfaction and to determine what
independent variables best predicted job satisfaction
among child welfare workers.
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Summary
The research method employed in this research study
was a quantitative survey design, using self-administered
questionnaires. Participants for this study were
recruited from all seven Department of Children's
Services offices in San Bernardino County. The sample
consisted of 360 male and female SSPs and SW Ils of
varying age, ethnicity, and length of employment with
DCS. Thp questionnaire was made up of several sections
pertaining to the various independent variables (quality
of supervision, job autonomy and decision making,
availability of promotional opportunities, perceived
feelings of achievement or accomplishment, co-worker
support, caseload, and salary), the dependent variable
(job satisfaction), and demographic information, all of
which were adapted from previous research. Descriptive
statistics were used to summarize demographic and job
related data using measures of central tendency (mean)
and measures of variability (standard deviation).
Furthermore, inferential statistics (Pearson's r) were
used to assess the relationship between the independent
variables and the dependent variable.
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CHAPTER FOUR
RESULTS
Introduction
The purpose of this chapter is to presents the
study's findings, which were analyzed using quantitative
data analysis procedures. Demographic and job related
data and the independent and dependent variables were
analyzed using descriptive univariate statistics
consisting of frequency distributions, measures of
central tendency (mean scores,) and measures of
variability (standard deviation). Bivariate statistics
were employed to analyze the relationship between each of
the independent variables (supervision, job autonomy and
decision-making opportunities, promotional opportunities,
feelings of accomplishment or achievement, support from
colleagues, caseload, and salary) and the dependent
variable (job satisfaction). Lastly, multivariate
statistics were used to determine what independent
variable best predicted the job satisfaction of child
welfare workers (Weinbach & Grinnell, 2007) .

58

Demographic Characteristics and
Job Related Variables „
Of the 360 surveys distributed to SW Il's and SSP,
114 (32 %) responded by completing and anonymously
returning the informed consent and survey questionnaire.
Table 1 outlines the demographic characteristics of
the respondents. The ages of the participants ranged from
20 to 69 years, with a mean age of 2.77 (SD = 1.0). Over
37% of respondents were between the ages of 30 to 39;
26.6% of respondents were between the ages of 40-49;
19.3% were between the ages of 50-59; 9.2% were between
the ages of 20-29, and 7.3% of respondents reported an
age range of 60-69. The sample was 58.6% White, 18%
African-American, 12.6% Latino/Hispanic, 5.4%
Asian/Pacific Islander, and 5.4% Multiethnic or other.
The majority of the respondents (87.2%) were female,
while only 12.8% were males. The great majority of
respondents (73%) reported having a Master's degree,
while 22.5% reported having a Bachelor's degree, and 5
(4.5%) indicated other. Finally, the majority of the
respondents (63.9%) were married, whilel5.7% reported
never being married; 14.8% reported being divorced, and
2.8% indicated to be widowed or co-habitating.
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Table 1. Respondents' Demographic Characteristics
Variable

N

Age
20-29
30-39
40-49
50-59
60-69

109

Ethnicity
Asian/Pacific Islander
Latino/Hispanic
African-American/Black
White
Multiethnic
Other

111

Gender
Male
Female

109

Education
Bachelor's Level Degree
Master's Level Degree
Other

111

Marital Status
Married
Never Married
Widowed
Co-habitation
Divorced

108

Frequency
(n)

Valid Percentage
(%)

10
41
29
21
8

9.2%
37.6%
26.6%
19.3%
7.3%

10
41
29
21
8
5

5.4%
12.6%
18.0%
58.6%
1.8%
3.6%

14
95

12.8%
87.2%

25
81
5

22.5%
73.0%
4.5%

69
17
3
3
16

63.9%
15.7%
2.8%
2.8%
14.8%

{

Table 2 presents job-related responses, which
consisted of length of employment, unity of primary
assignment, caseload size, weekly hours of employment,
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gross monthly salary, casework and emotional support from
colleagues. The length of employment as SW II or SSP
ranged from one month to 21.7 years, with a mean score of
3.3 (SD = 2.0). Over 65% of respondents reported an
employment length range of one month to 7.1 years; 24.3%
of respondents reported an employment length between 7.2
to 14.4 years, and 9.7% of respondents reported an
employment length between 14.5 to 21.7 years. About half
of the respondents (48.2%) reported Family Maintenance,
Family Reunification, or Permanency Planning as their
unit of primary assignment. Over 23.7% of respondents
identified Emergency Response; 17.5% reported Adoptions,
and 10.5% cited other as their unit of primary
assignment.
Respondents' caseload size ranged from 1 to 89, with
a mean score of 3.2 (SD = 1.6). Over 52% of respondents
reported a caseload size between 20 to 39 children; 30.4%
of respondents reported a caseload size between 0 to 19
children; 11.3% reported a caseload size of 40 to 59
children, and only 5.6% of respondents reported a
caseload size of 60 to 89 children.
Respondents' weekly hours of employment ranged from
20 to 99, with a mean score of 3.4 (SD = 1.3). The
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majority of respondents (81.6%) reported working between
40 to 59’ hours per week, while only 10.6% claimed working
between 60 to 99 hours per week, and 7.9% of respondents
reported working between 20 to 39 hours per week.
Respondents' gross monthly salary ranged from $1.00
to $10, 124, with a mean score of 5.0 (SD = 1.8). Over
72.8% of respondents reported a gross monthly salary
between $3,375 to $6,749.- Conversely, only 15% of
respondents claimed a salary between $6,750 to $10,124,
and 12.3% indicated a monthly salary between $1.00 to
$3,374.
The last two job-related variables were casework
support from colleagues and emotional support from
colleagues. The number of colleagues available for
casework support ranged between 0 to 34, with a mean
score of 2.3 (SD = 1.3). The majority of the respondents
(71.1%) reported having between 0 to 9 colleagues
available to provide them with casework support. Nearly
19% claimed having between 10 to 14 colleagues and 10.2%
of respondents reported having between 20 to 34
colleagues that provided casework support. .For emotional
support, the number of colleagues available ranged
between 0 to 30, with a mean score of 1.5 (SD = 1.0).
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Similar to the finding for casework support, the majority
of the respondents (71.4%) reported having between 0 to 5
colleagues available for emotional support. Exactly 20%
of respondents claimed having between 6 to 15 colleagues,
while 7.7% of respondents reported having between 16 to
30 colleagues who provided emotional support.

Table 2. Responses to Job Related Variables
Variable

N

Months Employed in
Current Position
0-85
(>7.1 years)
86-172
(7.2-14.4 years)
173-259 (14.5-21.7 years)

103

Unit of Primary
Assignment
Family Maintenance/
'Reunification
Permanency Planning
Emergency Response
Adoptions
Other

114

Children Caseload Size
0-9
10-19
20-29
30-39
40-49
50-59
,
60-69
70-79
80-89
I

89

63

Frequency
(n)

Valid Percentage
(%)

67
26
10

65.1%
25.2%
9.7%

42

36.8%

13
27
20
12

11.4%
23.7%
17.5%
10.5%

16
11
28
19
7
3
3
1
1

18.0%
12.4%
31.5%
21.3%
7.9%
3.4%
3.4%
1.1%
1.1%

Variable

N

Weekly Hours of
Employment
20-29
30-39
40-49
50-59
60-69
70-79
90-99

114

Gross Monthly Salary
$0-1,124
$1,125-2,249
$2,250-3,374
$3,375-4,499
$4,500-5,624
$5,625-6,749
$6,750-7,874
$7,875-8,999
$8,999-10,124

114

Number of Colleagues
Available for Casework
Support
0-4
5-9
10-14
15-19
20-24
25-29
30-34

107

Number of Colleagues
Available for Emotional
Support
0-5
6-10
11-15
16-20
26-30

105
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Frequency
(n)

Valid Percentage
(%)

6
3
67
26
4
2
6

5.3%
2.6%
58.8%
22.8%
3.5%
1.8%
5.3%

1
3
10
31
45
7
1
1
15

.9%
2.6%
8.8%
27.2%
39.5%
6.1%
.9%
.9%
13.2%

25
51
17
3
7
1
3

23.4%
47.7%
15.9%
2.8%
6.5%
.9%
2.8%

75
19
3
5
3

71.4%
18.1%
2.9%
4.8%
2.9%

Univariate Analysis of the
Independent Variables
Responses to Supervision Statements
Table 3 presents the frequency distribution for the
variable of supervision for which respondents identified
the degree to which they agreed or disagreed with each of
the 6 statements. For item 1, "My supervisor is competent
in doing her/his job," the great majority of respondents
(79.7%) either indicated to "agree" or "strongly agree"
with the statement. Conversely, 13.3% reported a
"neutral" stance, and 7.1% stated to either "disagree" or
"strongly disagree" with the statement. In terms of item
2, "My supervisor is concerned about the welfare of those
under her/him," about three quarters of the respondents
(76.1%) either "agreed" or "strongly agreed" with the
statement, while 15% indicated.a "neutral" position, and
8.8% either stated to "disagree" or "strongly disagree"
with it.
Item 3 consists of the statement "My supervisor
gives information when I need it" and received the
highest (86.9%) "agree" or "strongly agree" response of
the six supervision statements. Only 9.6% of respondents
indicated a "neutral" viewpoint and 3.5% identified
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"disagree" as their response. For item 4, "My supervisor
shows approval when I need it," 83.3% of respondents
either "agreed" or "strongly agreed" with the statement,
14% reported a "neutral" attitude, and 2.7% either
"disagreed" or "strongly disagreed" with it.
In terms of item 5, "My supervisor is willing to
help me complete difficult tasks," 77.2% of respondents
either identified "agree" or "strongly agree" as their
answer. On the other hand, 16.7% reported a "neutral"
stance, and only 6.2% either "disagreed" or "strongly
disagreed" with the statement. Next, the majority of the
respondents (81.4%) either "agreed" or "strongly agreed"
with item 6, "My supervisor is warm and friendly when I
have problems." In contrast, 16.8% of respondents
reported a "neutral" position, and 1.8% either indicated
to "disagree" or "strongly disagree" with the statement.
For the most part, all six supervision statements were
consistently either "agreed" or "strongly agreed" with,
indicating satisfaction with the components of
supervision studied.
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Table 3. Responses to Supervision Statements
Item

Frequency
(n)

Valid
Percentage
(%)

1. My supervisor is competent 113
in doing her/his job.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

1
7
15
48
42

.9%
6.2%
13.3%
42.5%
37.2%

2. My supervisor is very
concerned about the welfare
of those under her/him.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

113

4
6
17
41
45

3.5%
5.3%
15.0%
36.3%
39.8%

3. My supervisor gives
information when I need it.
Disagree
Neutral
Agree
Strongly Agree

114
4
11
50
49

3.5%
9.6%
43.9%
43.0%

4. My supervisor shows
approval when I need it.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114
1
2
16
47
48

.9%
1.8%
14.0%
41.2%
42.1%

5,. My supervisor is willing
to help me complete difficult
tasks.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

1
6
19
'48
40

.9%
5.3%
16.7%
42.1%
35.1%

N
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Item
N
6. My supervisor is warm and
friendly when I have
problems.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

Frequency
(n)

Valid
Percentage
(%)

1
1
19
42
50

.9%
.9%
16.8%
37.2%
44.2%

113

Responses to Job Autonomy and Decision-Making
Opportunities
The job autonomy and decision-making opportunities
scale identified workers' positions in relation to the
seven statements under this variable (Table 4). For item
1, "On this job little action can be taken until a
supervisor approves it," about half of the respondents
(46%) indicated to either "disagree" or "strongly
disagree" with the statement. Conversely, responses were
about equally divided between either "agree" and
"strongly agree" (27.4%) and a "neutral" stance (26.5%).
In terms of item 2, "On this job persons wanting to make
their own decision are discouraged," more than half of
the respondents (64.6%) either "disagreed" or "strongly
disagreed" with the statement, while 18.5% stated to
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either "agree" or "strongly agree" and 16.8% indicated a
"neutral" position.
Item 3 consists of the statement "On this job even
small matters have to be referred to someone higher up"
and were mostly (57.9%) either "disagreed" or "strongly
disagreed" with. Only 23.7% of respondents either
identified "agree" or "strongly agree" as their response,
and 18.4% indicated a "neutral" viewpoint. For item 4,
"On this job I have to ask my supervisor before I do
almost anything," the majority (75.3%) of respondents
either "disagreed" or "strongly disagreed" with the'
statement, 14.2% reported a "neutral" attitude, and 10.6%
either "agreed" or "strongly agreed" with it.
Similar to previous items, the majority (62.8%) of
the responses to item 5, "On this job any decision I make
has to have my supervisor's approval," were either
"disagree" or "strongly disagree." A "neutral" stance was
identified by 20.4% of the respondents, and either
"agree" or "strongly agree" was cited by 16.9% of the
respondents.
Not surprisingly, almost all of the respondents
(91.2%) either "agreed" or "strongly agreed" with item 6,
"I appreciate the flexible schedule of this job."
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Consequently, only 4.4% of the respondents either
reported a "neutral" position or "disagreed" with the
statement. Similarly, for item 7, "On this job I
appreciate the ability to work outside of the office,"
almost the full sample (88.5%) either identified "agree"
or "strongly agree" as their response. Only 8% of the
respondents indicated a "neutral" standpoint, and 3.5%
"strongly disagreed" with the item. Overall, respondents
appear to be satisfied with the level of job autonomy and
decision-making opportunities afforded to them in the
workplace.

Table 4. Responses to Job Autonomy and Decision-Making
Opportunities
Item
N
1. On this job little action
can be taken until a
supervisor approves it.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

Frequency
(n)

Valid
Percentage
(%)

7
45
30
24
7

6.2%
39.8%
26.5%
21.2%
6.2%

113
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Item
N
2. On this job persons
wanting to make their own
decision are discouraged.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

113

3. On this job even small
matters have to be referred
to someone higher up.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

4. On this job I have to
ask my supervisor before
I do almost anything.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

113

5. On this job any decision
I make has to have my
supervisor's approval.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

113

6. I appreciate the flexible
schedule of this job.
Disagree
Neutral
Agree
Strongly Agree

114
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Frequency
(n)

Valid
Percentage
(%)

10
63
19
17
4

8.8%
55.8%
16.8%
15.0%
3.5%

9
57
21
24
3

7.9%
50.0%
18.4%
21.1%
2.6%

23
62
16
10
2

20.4%
54.9%
14.2%
8.8%
1.8%

18
53
23
16
3

15.9%
46.9%
20.4%
14.2%
2.7%

5
5
38
66

4.4%
4.4%
33.3%
57.9%

Item
N
7. On this job I appreciate
the ability to work outside
of the office.
Strongly Disagree
Neutral
Agree
Strongly Agree

Frequency
(n)

Valid
Percentage
(%)

4
9
48
52

3.5%
8.0%
42.5%
46.0%

113

,

Responses to Promotional Opportunities Statements
Table 5 presents the frequency distributions for the
variable of promotional opportunities in which
respondents identified the extent to which they agreed or
disagreed with each of the three statements in this
scale. For item 1, "Those who do well on the job stand a
fair chance of being promoted," 46.6% of respondents
either cited "agree" or "strongly agree" as their
response. Conversely, responses were about equally
distributed between "neutral" (27.2%), and either
"disagree" or "strongly disagree" (26.3%).
In terms of item 2, "I am satisfied with my chances
for promotion," 50.9% respondents either "agreed" or
"strongly agreed" with the statement, while 29.8%
indicated a "neutral" position, and 19.3% either stated
to "disagree" or "strongly disagree" with the item. Item
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3, which consists of the statement "I influence my career
opportunities in the organization in which I work,"
received the highest (54.4%) either "agree" or "strongly
agree" responses of the three promotional opportunities
statements. Only 28.9 % of respondents indicated a
"neutral" viewpoint, and 16.7% either identified
"disagree" or "strongly disagree" as their response. As
it can be seen, in all three promotional opportunities
items, about 50% of the respondents consistently claimed
to either "agree" or "strongly agree" with the
statements, and about 50% of respondents reported to
either "disagree" or "strongly disagree," indicating
partial levels of satisfaction with the opportunities for
promotional advancement in the agency.
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Table 5. Responses to Availability of Promotional
Opportunities Statements
Item
N
1. Those who do well on the
job stand a fair chance of
being promoted.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

2. I am satisfied with my
chances for promotion.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

3. I influence my career
114
opportunities in the
organization in which I work.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

Frequency
(n)

Valid
Percentage
(%)

9
21
31
43
10

7.9%
18.4%
27.2%
37.7%
8.8%

7
15
34
49
9

6.1%
13.2%
29.8%
43.0%
7.9%

5
14
33
54
8

4.4%
12.3%
28.9%
47.4%
7.0%

Responses to Feelings of Accomplishment/
Achievement Statements
The feelings of accomplishment or achievement scale
included five items (Table 6). For item 1, "I have
satisfying relationships with clients," about three
quarters of the respondents (76.3%) indicated to either
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"agree" or "strongly agree" with the statement. In
contrast, 17.5% of respondents reported a "neutral"
position, and 6.2% stated to either "disagree" or
"strongly disagree" with the item. Item 2 consists of the
statement "I am satisfied with my client's success in
reaching goals," and was cited by nearly two thirds of
the respondents (64.9%) as either "agree" or "strongly
agree." Only 21.1% of respondents indicated a "neutral"
stance, and 14.1% either "disagreed" or "strongly
disagreed" with the statement.
Item 3, "I receive adequate support and recognition
from my clients," was cited by over half of the
respondents (51.8%) as either "agree" or "strongly
agree." A "neutral" stance was identified by 32.5% of the
respondents, and either "disagree" or "strongly disagree"
was cited by 15.8% of the participants. Item 4, "I have
personal feelings of accomplishment from this job,"
received the highest (79.8%) either "agree" or "strongly
agree" responses of the five statements. Alternatively, a
"neutral" response was cited by only 14% of the
respondents, and an either "disagree" or "strongly
disagree" response was reported by 6.2% of the
respondents. Finally, about half of the respondents
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(52.6%) either "agreed" or "strongly agreed" with item 5,
"I receive adequate recognition from other professions."
Conversely, a fair amount of responses (34.2%) indicated
a "neutral" position, and even less (13.2%) either cited
"disagree" or "strongly disagree" as their response. On
average, 65% of the respondents either "agreed" or
"strongly agreed" to all five items in the scale. These
findings suggest that for the most part, child welfare
social workers have experienced feelings of
accomplishment or achievement in working with clients or
the work they perform.

Table 6. Responses to Feelings of Accomplishment or
Achievement Statements
Item
N
1. I have satisfying
relationships with clients.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

Frequency
(n)

Valid
Percentage
(%)

1
6
20
69
18

.9%
5.3%
17.5%
60.5%
15.8%

114
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Item
N
2. I am satisfied with my
client's success in reaching
goals.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

3. I receive adequate support
and recognition from my
clients.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

4. I have personal feelings
of accomplishment from this
job.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

5. I receive adequate
recognition from other
professions.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

Frequency
(n)

Valid
Percentage
(%)

1
15
24
65
9

.9%
13.2%
21.2%
57.0%
7.9%

2
16
37
54
5

1.8%
14.0%
32.5%
47.4%
4.4%

1
6
16
65
26

.9%
5.3%
14.0%
57.0%
22.8%

2
13
39
48
12

1.8%
11.4%
34/2%
42.1%
10.5%

Responses to Coworker Support Statements
Table 7 presents the frequency distributions of
coworker support items. For item 1, "Child welfare staff
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professionally share and learn from one another," 83.4%
of the respondents reported they either "agree" or
"strongly agree" with the statement. Only 11.4% indicated
a "neutral" stance and even fewer respondents (5.3%)
claimed to either "disagree" or "strongly disagree" with
the item. In terms of item 2, "Child welfare staff share
experiences with each other to improve the effectiveness
of client- services," 85.1% of respondents either "agreed"
or "strongly agreed" with the statement. Conversely,
responses were about equally distributed between a
"neutral" stance (7.9%) and an either "disagree" or
"strongly disagree" attitude (7%).
Comparable to the first coworker support item, the
responses to item 3, "Child welfare staff are willing to
provide support and assist each other when problems
arise," were either 83.2% "agree" or "strongly agree,"
11.5% "neutral," and 5.3% either "disagree" or "strongly
disagree." The item with the highest percentage (88.6%)
of either "agree" or "strongly agree" responses was item
4, "Child welfare staff accept the need for support from
their colleagues." Consequently, the item's "neutral" and
either "disagree" or "strongly disagree" responses were
low (9.6% and 1.8%). The item with the lowest (78.9%)
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either "agree" or "strongly agree" answers of the five
coworker support statements was item 5, "Child welfare
staff feel comfortable with the assistance they receive
from colleagues to enhance the quality of their work."
For this item, a greater percentage (18.4%) of
respondents indicated a "neutral" standpoint, and either
"disagree" or "strongly disagree" responses were reported
by the remaining 2.7% of respondents. For the most part,
about 80% of the respondents reported that they either
"agreed" or "strongly agreed" .to the five statements
indicating the availability of support and assistance by
coworkers in the agency environment.

Table 7. Responses to Coworker Support Statements
Item
N
1. Child welfare staff
professionally share and
learn from one another.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

Frequency
(n)

Valid
Percentage
(%)

2
4
13
63
32

1.8%
3.5%
11.4%
55.3%
28.1%

114
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Item
N
2. Child welfare staff share
experiences with each other
to improve the effectiveness
of client services.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

3. Child welfare staff are
willing to provide support
and assist each other when
problems arise.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

113

4. Child welfare staff accept
the need for support from
their colleagues.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

5. Child welfare staff feel
comfortable with the
assistance they receive from
colleagues to enhance the
quality of their work.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114
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Frequency
(n)

Valid
Percentage
(%)

1
7
9
66
31

.9%
6.1%
7.9%
57.9%
27.2%

2
4
13
62
32

,1.8%
3.5%
11.5%
54.9%
28.3%

1
1
11
76
25

.9%
.9%
9.6%
66.7%
21.9%

1
2
21
70
20

.9%
1.8%
18.4%
61.4%
17.5%

Responses to Workload Statements
The workload scale identified workers' perception
regarding the three items in this scale (Table 8). Item 1
inquired about the size of respondents' caseload by
asking, "In terms of workload, how would you rate the
size of your caseload." Over 46% of respondents cited
their caseload size to be "about right," 33.9% indicated
it was either "somewhat high" or "very high," and 19.6%
stated their caseload size to be either "somewhat low" or
"very low." When the respondents were asked if they
believed they had too much work to do (Item 2), 44.8%
indicated to either "agree" or "strongly agree," 39.5%
reported a "neutral" stance, and 15.8% reported to either
"disagree" or "strongly disagree" with the statement.
Item 3, "I have too much paperwork," received the highest
(77.2%) either "agree" or "strongly agree" responses. On
the other hand, a "neutral" position in relation to this
statement was given by 16.7% of the participants and an
either "disagree" or "strongly disagree" response was
identified by only 6.1% of the respondents. Overall, most
of the respondents indicated their caseload size to be
about right, and were in agreement that they had too much
work and paperwork.
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Table 8. Responses to Workload Statements
Item
N
1. In terms of workload, how
would you rate the size of
your caseload?
Very Low
Somewhat Low
About Right
Somewhat High
Very High

112

2. I have too much work to
do.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

3. I have too much paperwork.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

Frequency
(n)

Valid
Percentage
(%)

9
13
52
24
14

8.0%
11.6%
46.4%
21.4%
12.5%

5
13
45
27
24

4.4%
11.4%
39.5%
23.7%
21.1%

3
4
19
42
46

2.6%
3.5%
16.7%
36.8%
40.4%

Responses to Salary Statements
Table 9 outlines the frequency distributions of
items related to salary. For item 1, "I am satisfied with
my current salary," 34.2% of respondents indicated "a
fair amount," 27.2% reported "some" satisfaction, 24.6%
stated "a little" satisfaction, 8.8% indicated "not at
all," and 5.3% of respondents reported "a lot" of
satisfaction with their current salary. In a related
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question, "I have a desire for better pay and benefits,"
(item 2), 50.9% of respondents cited "a lot" as their
response, 25.4% indicated "a fair amount," 15.8% reported
"some," 4.4% indicated "not at all," and 3.5% of
respondents cited "a little" as their response. As it can
be seen from the two salary statements, the majority of
the respondents appear to be content with the current
salary and benefits they receive from their employer.

Table 9. Responses to Salary Statements
Item

1. I am satisfied with my
current salary.
Not At All
A Little
Some
A Fair Amount
A Lot

114

2. I have a desire for
better pay and benefits.
Not At All
A Little
Some
A Fair Amount
A Lot

114
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Frequency
(n)

Valid
Percentage
(%)

10
28
31
39
6

8.8%
24.6%
27.2%
34.2%
5.3%

5
4
18
29
58

4.4%
3.5%
15.8%
25.4%
50.9%

Responses to the Job .Satisfaction Statements
The job satisfaction scale included 11 items (Table
10). For item 1, "All in all, I am satisfied with my
job," 70.1% of respondents indicated they either "agreed"
or "strongly agreed" with the statement. Conversely,
21.1% of respondents reported a "neutral" stance and 8.8%
stated to either "disagreed" or "strongly disagreed" with
the item. For item 2, "I feel I am being paid a fair
amount for the work I do," responses did not vary
significantly. Less than half (43.4%) of the respondents
reported to either "agree" or "strongly agree" with the
statement, 36.3% either "disagreed" or "strongly
disagreed," and 20.4% indicated a "neutral" position.
For item 3, "I am satisfied with the benefits I
receive," half of the respondents (52.6%) reported to
either "agree" or "strongly agree." In contrast, 33.3%
either identified "disagree" or "strongly disagree" as
their response. Only 14% claimed a "neutral" viewpoint.
For item 4, "I feel that the work I do is appreciated,"
47.3% of respondents either "agreed" or "strongly agreed"
with the statement, 33.3% reported a "neutral" opinion,
and 19.3% either "disagreed" or "strongly disagreed" with
it.
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Item 5, "The job security is good" and item 10 "In
general, I like working here," received the highest
(75.2%) either "agree" or "strongly agree" responses of
the 11 job satisfaction statements. In the same manner,
responses to item 5 and item 10 were equivalent
indicating a "neutral" stance by 19.5% of the
respondents, and an either "disagree" or "strongly
disagree" response by 5.3% of them. Moreover, 50.9% of
the respondents either "agreed" or "strongly agreed" with
item 6, "The physical surroundings are pleasant."
Alternatively, 28.1% of respondents reported a "neutral"
position and 21% felt they either "disagreed" or
"strongly disagreed" with the statement. For item 7,
"Workers are frequently transferred without consideration
of their feelings," responses -were about evenly divided
between either "disagree" or "strongly disagree" (38.4%)
and a "neutral" stance (35.7%). The remaining respondents
(25.9%) claimed to either "agree" or "strongly agree" in
that workers are transferred without acknowledging their
preference.
Item 8, "I have personal feelings of accomplishment
from this job," is identical to item four in the feelings
of accomplishment or achievement scale. Item 8 received
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similar responses to those received by the statement in
the former scale. For example, either "agree" or
"strongly agree" responses were most frequently cited by
respondents (74.6%), followed by "neutral" responses
(16.7%), and then either "disagree" or "strongly
disagree" responses (8.8%). Alike item 8, item 9, "I
receive adequate recognition from other professionals,"
is identical to item five in the feelings of
accomplishment or achievement scale and received
comparable responses. Either "agree" or "strongly agree"
responses were identified by 54.3% of respondents, a
"neutral" response was provided by 30.7% of the
respondents, and an either "disagree" or "strongly agree"
answer was provided by 15% of respondents.
Lastly, more than half (54.4%) of respondents either
"disagreed" or "strongly disagreed" with the last item in
the job satisfaction scale, item 11, "There are few
rewards for working here." The remainder of the
respondents, 26.3% reported a "neutral" opinion and'19.3%
either "agreed" or "strongly agreed" with the statement.
As it can be seen, the majority of respondents either
agreed or strongly agreed with 9 of the 11 statements in
the job satisfaction scale. Conversely, the majority of
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respondents either disagreed or strongly disagreed with
only two statements in the job satisfaction scale,
"Workers are frequently transferred without consideration
of their feeling," (Item 7) and "There are few rewards
for working here," (Item 11).

Table 10. Responses to Job Satisfaction Statements
Item
N
1. All in all, I am
satisfied with my job.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

2. I feel I am being paid
a fair amount for the work
I do.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

113

3. I am satisfied with the
benefits I receive.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114
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Frequency
(n)

Valid
Percentage
(%)

2
8
24
55
25

1.8%
7.0%
21.1%
48.2%
21.9%

7
34
23
42
7

6.2%
30.1%
20.4%
37.2%
6.2%

7
31
16
55 '
5

6.1%
27.2%
14.0%
48.2%
4.4%

Item
N
4. I feel that the work I
do is appreciated.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

5. The job security is good.
Disagree
Neutral
Agree
Strongly Agree

113

6. The physical surroundings
are pleasant.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

7. Workers are frequently
transferred without
consideration of their
feelings.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

112

8. I have personal feelings
of accomplishment from this
job.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114
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Frequency
(n)

Valid
Percentage
(%)

4
18
32
42
12

3.5%
15.8%
33.3%
36.8%
10.5%

6
22
61
24

5.3%
19.5%
54.0%
21.2%

4
20
32
48
10

3.5%
17.5%
28.1%
42.1%
8.8%

11
32
40
18
11

9.8%
28.6%
35.7%
16.1%
9.8%

2
8
19
61
24

1.8%
7.0%
16.7%
53.5%
21.1%

Item
N
9. I receive adequate
recognition from other
professionals.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

10. In general, I like
working here.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

113

11. There are few rewards
for working here.
Strongly Disagree
Disagree
Neutral
Agree
Strongly Agree

114

Frequency
(n)

Valid
Percentage
(%)

2
15
35
55
7

1.8%
13.2%
30.7%
48.2%
6.1%

1
5
22
61
24

.9%
4.4%
19.5%
54.0%
21.2%

17
45
30
19
3

14.9%
39.5%
26.3%
16.7%
2.6%

Bivariate Analysis of the Independent
Variables and the Dependent Variable
A bivariate analysis was conducted to assess the
correlation between the independent variables and the
dependent variable within this study. Specifically, each
of the seven variables including supervision, job
autonomy and decision making, promotional opportunities,
positive feelings of accomplishment and achievement,
social support from colleagues, caseload and salary were
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employed to see if a significant correlation existed with
the dependent variable, job satisfaction. In this case,
Pearson's correlation coefficient was conducted to
determine the actual rate of correlation between the
variables. The summary of the data is presented in table
11. Out of the seven variables being studied only five
showed significant correlation with job satisfaction. The
five independent variables were supervision, promotional
opportunities, positive feelings of accomplishment and
achievement, social support from colleagues and workload/
caseload.
The quality of supervision was found to be
significantly correlated to job satisfaction (r = .266,
p < .05). This indicated that a significant positive
correlation between supervision and job satisfaction
occurred between the two variables. Promotional
opportunities was found to be strongly correlated to job
satisfaction (r = .499, p < .01). This proved a
statistically significant positive correlation between
promotional opportunities and professional development
and job satisfaction. Positive feelings of accomplishment
and achievement with job satisfaction was found to be
significantly positively correlated (r = .608, p < .01).
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A significantly positive correlation for social support
from colleagues and job satisfaction was also found
(r = .424, p < .01). Lastly, there was a negative
correlation between workload/caseload with job
satisfaction (r = -.281, p < .01). This indicated a
significant negative correlation between the variables
for workload/caseload and job satisfaction in which the
greater the workload the lower job satisfaction will be.

Table 11. Bivariate Correlations between the Seven
Independent Variables ahd the Dependant Variable
Independent Variables
Supervision

Job Satisfaction
Dependent Variable
.266*

Job Autonomy/ Decision Making

-.065

Promotional Opportunities

.499*

Feelings of Achievement/ Accomplishment

.608**

Coworker Support

.424**

Workload/ Caseload

-.281**

Salary

.169

* p < .05, ** p < .01, *** p < .001
Multiple Regression Analysis
for Job Satisfaction
A multiple regression analysis was conducted to
assess the predictors of job satisfaction among the San
Bernardino County Department of Children's Services child
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welfare workers. In order to assess job satisfaction
among the workers, seven different independent variables
were used to predict job satisfaction. These variables
included supervision, job autonomy and decision-making,
promotional opportunities, positive feelings of
accomplishment or achievement, support from colleagues,
caseload, and salary. The multiple regression analysis
concluded that 58% of the variance of job satisfaction
was explained by the seven independent variables being
tested (R = .76, R square = .58, p = .000). A summary of
the regression coefficients for each of the independent
variables is shown in Table 12.
The variables significantly predicting job
satisfaction among child welfare workers in the DCS were
promotional opportunities, positive feelings of
accomplishment and achievement, support from colleagues
and caseload. Specifically, child welfare workers who
perceived to have more promotional opportunities
available were more likely to be satisfied with their
current job. Moreover, child welfare workers that had
high positive feelings of accomplishment or achievement
with the work they produced or the outcomes of their
clients were more likely to report higher feelings of
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satisfaction within their job. In regards to support from
colleagues,- child welfare workers that reported more
support from colleagues and coworkers were also more
likely to display higher levels of job satisfaction. Not
surprisingly, in regards to caseload/workload child
welfare workers that perceived to have less paperwork and
had fewer cases displayed higher levels of job
satisfaction than workers with higher workloads or
caseloads.

Table 12. Multiple Regression Analysis of Job
Satisfaction with Seven Independent Variables
Independent

Variable

Supervision

B

.054

Beta

P

' Bivari Partial
ate
r
r

Part
r

.041

.565

.230

.059

.038

.024

.720

-.067

.036

.024

Job A u t o n o m y & Decision
.032
M aking
Promotional Opportunities

.425

.225

.004

.499

.290

.196

Feelings of
A c c o m p l i s h m e n t or
Achiev e m e n t

.824

.473

.000

.620

.560

.437

Coworker Support

.326

.210

.004

.427

.288

.194

-.403

-.200

.005

-.293

-.281

-.189

.586

.124

.067

.166

' .185

.122

Workload/ C a s eload
Salary

93

Summary
Overall, in regards to supervision, approximately
90% of respondents agreed in that their supervisor
provided information when needed, appreciated the
flexible schedule of their job, and were somewhat
satisfied with their current salary. About 55% of the
sample believed'they influenced their career
opportunities and over 75% of the respondents claimed to
have personal feelings of accomplishment from their job.
In terms of coworker support, close to 90% believe that
child welfare staff accepts the need for support from
their colleagues and almost 80% of the respondents agreed
that they had too much paperwork. In addition, 75% of
respondents believed the job security was good and
enjoyed working for DCS.
Moreover, bivariate analyses indicated that only
supervision, promotional opportunities, positive feelings
of accomplishment or achievement, support from colleagues
and workload/caseload were significantly correlated with
job satisfaction. Finally, multiple regression analyses
indicated that the variables that significantly predicted
job satisfactions among child welfare social workers were
promotional opportunities, positive feelings of
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accomplishment or achievement, support from colleagues,
and caseload.
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CHAPTER FIVE
DISCUSSION
Introduction
The purpose of this chapter is to discuss the major
findings that describe the present study. The results of
this study were compared to those in the literature for
consistency and conclusions were drawn based on the
findings of the present study. Also included in this
chapter are limitations of the study, recommendations for
social work practice, policy, and research, and a
comprehensive conclusion summarizing the overall
procedures and outcomes of the present study.
Discussion
Based on the findings of the present study, a
typical child welfare worker employed at San Bernardino
County Department of Children's Services was a White
married female between the ages of 30 to 39 who possessed
a Master's degree. The typical worker had been employed
at DCS for about six years, managed a caseload of 20 to
29 children who were receiving family
maintenance/reunification or permanency planning
services, worked between 40 to 49 hours per week, earned

96

between $4,500 to $5,624 per month, and had five to nine
coworkers available for casework support and up to five
coworkers for emotional support.
;

Over 80 percent of survey responses indicated high

levels of satisfaction with supervision. Respondents
consistently agreed with the statements indicating that
their supervisors were competent, concerned and
empathetic for those around them, and provided
information, assistance with difficult tasks, and
approval. As it can be seen, workers in the field of
child welfare consistently report that supervisors who
are knowledgeable, experienced, competent, empathetic,
concerned, supportive, and reliable, positively influence
workers' level of job satisfaction.
,

Overall, the majority of respondents (over 60%)

reported to be in disagreement with the five negative
statements made concerning job autonomy and
decision-making opportunities. Overall, most participants
appeared to be satisfied with the amount of autonomy
provided by supervisors and the ability to make decisions
independently.
Around 50 percent of respondents in the current
study indicated satisfaction with the opportunities for
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promotional advancement available in DCS. The next
majority of responses indicated a neutral opinion in
relation to this job related variable. Taking from the
findings of the current study and those previously
mentioned, it can be implied that the availability of
promotional opportunities plays an important role in
determining child welfare workers' level of job
satisfaction. Consequently, providing opportunities for
workers to self-promote within their professional
competencies has the potential to increase workers' level
of satisfaction with their job.
About 65 percent of respondents in the current study
reported having feelings of accomplishment or
achievement. Respondents' personal feelings of
accomplishment and satisfaction in this area was a
combination of satisfying relationships with clients,
satisfaction with client's goal attainments, and
recognition from clients and other professionals. These
findings suggest that to some degree, factors such as
satisfaction with clients' success in reaching goals, the
ability to work closely and effectively with clients, and
having satisfying relationships with clients and other
processionals can foster feelings of accomplishment or
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achievement and increase workers' level of job
satisfaction.
Of the seven variables that were studied to assess
the job satisfaction of child welfare workers, coworker
support received the highest percentage (over 83%) of
positive responses that indicated respondents were in
agreement that child welfare staff (coworkers) shared
experiences and learned from one another to improve
client services, were willing to provide support when
problems arose, accepted the need for support, and felt
comfortable with the assistance received from coworkers.
As reported by the latter studies, having a support
system in the work environment provides support with
tough decision-making and offers a safety net when work
related or personal dilemmas arise.
Over 50 percent of respondents in the current study
stated they had too much work and paperwork and over
fifty percent of respondents in the current study cited
their caseload size to be about right, consisting of 20
to 29 children. As it can be seen from the findings of
the current study and from others cited within, child
welfare workers feel they cannot keep up with the
pressures of the job as a result of the overabundance of
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duties to include documentation requirements, shorter
timelines, and multiple demands.
The findings of the current study indicate that over
68 percent of child welfare workers reported moderate
levels of satisfaction with their salary, but had a
desire for better pay and benefits. In acknowledgment of
the moderate level of satisfaction with salary and the
desire for better pay and benefits reported by child
welfare workers in the current study and the
dissatisfaction with financial compensation in the
previous studies, proactive steps need to be taken to
increase workers' satisfaction with this component of the
job.
Bivariate and Multiple Regression Findings
The study found that five out of the seven
independent variables were significantly correlated to
job satisfaction. The five independent variables were
supervision, promotional opportunities, positive feelings
of accomplishment or achievement, support from
colleagues, and workload/ caseload. Results from the
multiple regression analysis revealed that promotional
opportunities, positive feelings of' accomplishment or
achievement, support from colleagues, and a low caseload
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predicted the job satisfaction of SW Ils and SSPs in San
Bernardino County DCS. Child welfare workers that had
more promotional opportunities in their jobs were more
likely to be satisfied with their current employment.
This finding coincided with those of previous research
studies which found that workers who had more promotional
opportunities were more satisfied with their job
(Dickinson & Perry, 2001; Jayaratne & Chess, 1984;
Jayaratne & Chess, 1986). Along those lines Parras (1998)
reflected these findings by stating that among the study
participants the availability of promotional
opportunities improved their overall job satisfaction.
Social worker Ils and SSPs that reported high
positive feelings of accomplishment or achievement with
the work they performed had higher feelings of
satisfaction with their job. These findings are
consistent with findings from previous research studies
in that the child welfare workers' personal feelings of
accomplishment or achievement from the work they perform
is a significant factor that contributed to their job
satisfaction (Dickinson & Perry, 2001; Kadushin & Kulys,
1995; Vinokur-Kaplan, 1991). As it can be seen, feelings
of achievement or accomplishment are important because
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they positively affect how child welfare workers feel
about their job and whether they are satisfied in that
job.
Another area where the current study found
significance is in coworker support. SW Ils and SSPs that
reported more support from coworkers displayed higher
levels of job satisfaction. These findings are mirrored
by past research studies conducted in the field of child
welfare, which have positively associated coworker
support with high levels of job satisfaction (Dickinson &
Perry, 2001; Sharma et al., 1997; Vinokur- Kaplan, 1991).
These findings help to understand the importance of
coworker support for child welfare workers in a field of
practice that is challenging and demanding. Lastly, it
was found that a decreased caseload/workload predicted
higher levels of job satisfaction. These findings do not
concur with the findings in previous research studies,
which found that workers reported their high caseloads to
be manageable (Dickinson & Perry, 2001; Jayaratne &
Chess, 1984) . In other studies child welfare workers
perceived their high caseloads as stressful, but this did
not affect their level of job satisfaction (Jayaratne &
Chess, 1986; Regehr et al., 2000).
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It was hypothesized that perceived supportive and
beneficial supervision, job autonomy and decision making
opportunities, the availability of promotional
opportunities, positive feelings of accomplishment or
achievement, support from colleagues, a perceived
manageable caseload, and perceived adequate salary were
more likely to increase the job satisfaction of child
welfare workers in San Bernardino County Department of
Children's Services. This study found that the
availability of promotional opportunities, positive
feelings of accomplishment or achievement, casework and
emotional support from colleagues., and a lower caseload
were all significant predictors of job satisfaction among
SW Ils and SSPs. These findings proved that four out of
the seven factors that were hypothesized to predict job
satisfaction, significantly predicted job satisfaction
among child welfare workers in this study.
The three variables under study that did not predict
job satisfaction and for which significance was not
achieved were supervision, job autonomy and
decision-making opportunities, and salary. These findings
run contrary to previous studies on job satisfaction.
Specifically, beneficial and supportive supervision is
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extensively identified in the literature as a major
contributor to job satisfaction among child welfare
workers (Dickinson & Perry, 2,001; Jayaratne & Chess,
1984; Marriott et al., 1994; Parras, 1998; Regehr et al.,
1997; Rycraft, 1994; Sharma et al., 1997). The current
study found that supervision had a significant
correlation with job satisfaction but did not predict
overall job satisfaction. The lack of prediction for job
satisfaction with supervision in this study could have
occurred for a number of reasons. One reason can be the
difference in child welfare workers' perceptions of what
constitutes "beneficial" or "good" supervision. Moreover,
supervisors may not have enough time to adequately
support all the workers they supervise. The amount of
child welfare workers assigned to each supervisor can
significantly affect the amount and quality of
supervision supervisors provide to their subordinates.
All these factors cannot be controlled for and could have
attributed to the lack of significance between
supervision and job satisfaction.
Child welfare environments that foster job autonomy
and decision opportunities can positively contribute to
the job satisfaction of its workers (Dickinson & Perry,
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2001; Kadushin & Kulys, 1995; Marriot et al., 1994;
Parras, 1998). These findings did not coincide with the
lack significance among job satisfaction and job autonomy
and decision-making opportunities in this study. One can
only speculate that the lack of significance could be due
to the work environment in San Bernardino County DCS such
as the change from individualized'decision-making
practices to a Team Decision-Making model (TDM). The TDM
approach takes away the individual social workers'
discretion to make a decision on a case requiring that a
team collectively consult over the case and decide the
outcome through a team decision that involves social
workers, supervisors, service providers, and family
members. This extraneous variable could not be accounted
for and the overall effect that the TDM approach in San
Bernardino County had on this findings of this study is
unknown.
The same could be said for the lack of significance
in salary being able to predict job satisfaction. Past
research studies in the human service profession show
that salary is an important determinant of job
satisfaction and intention to remain or leave the job
(Dickinson & Perry, 2001; Jayaratne & Chess, 1984;
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Jayaratne & Chess, 1986; Sharma et al., 1997;
Vinokur-Kaplan, 1991). Typically lower -pay leads to a
negative effect on feelings of job satisfaction; however,
the current study did not find salary as a predictor of
job satisfaction. In fact, salary did not negatively
influence workers' job satisfaction with their job. These
findings could be due to the fact people in the field of
child welfare stay in their jobs for reasons other than
pay such as feelings of accomplishments in working with
their children and families, self-fulfillment from
working in a profession that protects children and
preserves families the type of work they perform, or for
other reasons that were not measured in the current study
such as a difference in pay between public child welfare
and private child welfare practice.
Limitations
Although the current study's hypothesis was
partially supported and found significance in regards to
the factors that positively increase SW Ils or SSPs level
of job satisfaction in the field of child welfare,
several limitations resulted which hinder the validity,
generalizability, and reliability of the results cited.
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First, the response rate was moderately low. Out of the
360 child welfare workers classified as SW Ils or SSPs
employed for San Bernardino County DCS at the time, only
114 participated in the study, representing 32% of the
total SW II or SSP population. A possible explanation to
the low response rate of this research study could be
attributed to the length of the survey questionnaire,
which consisted of seven pages and 62 questions. Another
possible explanation centers on time constraints. Child
welfare workers are overloaded with cases, paperwork, and
meeting time lines (Schene, 1998) and perhaps workers
with larger caseloads did not participate in this study.
According to Grinnell (2005), in order to generalize
study findings, quantitative survey design research
studies need at least a 50% response rate. As a result,
generalizations can not be made to the general child
welfare worker population regarding the factors that were
indicative of positively influencing SW Il's and SSP's
level of job satisfaction with the varying components of
their job researched by this study.
Another limitation of the study concerns the
methodology and type of research design selected. Survey
questionnaire study designs uphold many advantages, but
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at the same time carry disadvantages (Grinnell, 2005) .
One disadvantage was the potential that participants'
responses were biased, untruthful, or questions were left
unanswered as participants could have felt threatened to
state exactly how they felt about certain aspects of
their jobs.
Another limitation deals with the lack of variance
among the study's respondents. The vast majority of
respondents were White, married, held a Master's degree,
carried a caseload size of 20 to 29 children, worked
between 40 to 59 hours per week, had between five to nine
colleagues available for casework support, and up to five
colleagues that provided emotional support. Since the
study's response rate was only 32 percent, it can not be
implied that in general, SW Ils and SSPs conform to the
latter demographic and/or job related characteristics. In
addition, there was lack of variance in the overall
responses given to the statements in each of the seven
independent variables. For example, over 75 percent of
respondents reported that their supervisor was competent,
concerned about the welfare of others, provided
information when needed, showed approval, was willing to
help complete difficult tasks, and was warm and friendly.
108

The same types of positive responses were consistently
provided for the six other variables under study. It is
unclear whether the respondents' high levels of
satisfaction with the seven variables resulted from
biased or untruthful answers or true feelings of
satisfaction with the varying components of their jobs.
Recommendations for Social Work
Practice, Policy and Research
In this research study, promotional opportunities,
positive feelings of accomplishment or achievement,
support from colleagues, and a low caseload positively
affected the overall job satisfaction of SW Ils and SSPs.
These findings pose significant implications on social
work practice, policy and further research.
Social Work Practice
The findings of this study provide interesting
implications to the field of social work practice.. Since
child welfare workers face a number of stressful
situations that can become overwhelming and led to job
dissatisfaction, burn out, and eventually turnover, it is
important that child welfare workers create relationships
and support systems within their work environment. In
addition, since this study found that casework and
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emotional support from colleagues' lead, to higher levels
of job satisfaction among child welfare workers, it is
important that child welfare workers,strive to create
supportive coworker relationships that assist them in
dealing with the ongoing stresses and demands of this
job.
Furthermore, since the current study concluded that
feelings of accomplishment or achievement foster a sense
of job satisfaction among child welfare workers, workers
can reassess their professional values to determine the
true motives for their practice within the field of child
welfare. Sometimes, as workers become seasoned and have
practiced for a long time, they lose a sense of what
brought them to practice in the field of child welfare.
Thus, reassessing personal motives and goals can assist
child welfare workers to find meaning in their line of
work and promote feelings of achievement within
themselves.
Social Work Policy
The findings of this current research study also
hold implications in regards to DCS policy and
regulations. The findings in the current study are
important as they can guide administration and management
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to develop strategies and take actions intended to
increase the job satisfaction of its child welfare
workers in order to promote job satisfaction, retain
child welfare workers, and attract new ones to the field
of child welfare.
Administration can develop policies with in DCS to
decrease workers' caseload size. Previous research as
well as the findings from this study point out that
smaller caseloads promoted higher levels of job
satisfaction that in turn make it less likely for workers
to feel stressed and burn out. Furthermore, the findings
from this study can be utilized to develop in-house
procedures that promote positive feelings of achievement
or accomplishment among the child welfare workers.
Whether it is monthly or quarterly, each unit in DCS can
recognize workers' outstanding efforts. Recognizing
workers' performances can promote an environment in which
workers feel appreciated in a field of practice that is
challenging.
Lastly, to further promote the job satisfaction of
child welfare workers, changes in policy could increase
the availability of promotional opportunities for
workers. Regardless of the field of practice or
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occupation, people need to feel that their current job is
not an endpoint, but a starting point to better
opportunities. In addition, via promotional advancement
workers tend to commit more time and resources; thus it
may be possible that turnover rates can decrease, which
have always been an issue in the field of public child
welfare.
Further Research
Further research in the area of job satisfaction for
child welfare workers needs to address the limitations
that were found in this study to better predict the
factors that influence job satisfaction. First, future
research needs to address the lack of gender, age, race,
and ethnic diversity among child welfare social workers
to achieve a representative sample and thus be able to
generalize its findings. The fact that the current study
only looked at San Bernardino County DCS child welfare
workers limited the study's ability to generalize its
findings to other the general child welfare social worker
population. In addition, it is important that future
research find a valid and reliable standardized method to
assess the factors that best predict the job satisfaction
of child welfare workers. The findings in this study only
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found four variables out of the seven under study as
predictors of job satisfaction. Past research has also
encountered problems in being able to consistently
predict the factors that lead child welfare workers to be
satisfied with their job. Some studies find significance
in some areas such as supervision, but not in others such
as workload (Regehr et al., 2000). The lack of consensus
in this research area indicates a need for future
research to better explain what variables predict job
satisfaction.
Conclusions
The purpose of the research study was to assess the
job satisfaction of child welfare workers specifically
working for the San Bernardino County Department of
Children's Services. It was hypothesized that perceived
supportive and beneficial supervision, job autonomy and
decision making opportunities, the availability of
promotional opportunities, positive feelings of
accomplishment or achievement, support from colleagues, a
perceived manageable caseload, and perceived adequate
salary were more likely to increase the job satisfaction
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of child welfare workers in San Bernardino County
Department of Children's Services.
The study employed a self-administered survey
questionnaire design to identify predictors of job
satisfaction among child welfare workers. The sample
consisted of 114 SSPs and SW Ils who worked in the direct
provision of services to children and families.
Quantitative data analysis procedures consisting of
descriptive statistics (measures of central tendency) and
multiple regression analysis (Pearson's r) were employed
to analyze data.
The major findings in this study showed that there
was a significant correlation between job satisfaction
and perceived supportive and beneficial supervision,
promotional opportunities, feelings of accomplishment or
achievement, support from colleagues, and perceived
manageable workload/caseload. Multiple regression
analysis revealed that the best predictors of job
satisfaction among child welfare workers was promotional
opportunities, feelings of accomplishment or achievement,
support from colleagues, and a perceived manageable
caseload.
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These findings have specific implications for social
work practice, policy, and future research. In regards to
social work practice, these findings can encourage child
welfare workers to create relationships and support
systems within their work environment. In terms of
policy, administrations can enact policies to decrease
workers' caseload size in an attempt to help combat
burnout and turnover. Administration can also ensure that
promotional opportunities are available to all workers so
they can grow and develop in the field of child welfare.
Administration can also develop in-house procedures to
recognize worker's accomplishments in order to foster
workers' feelings of achievement. In the area of
research, future studies need to focus on finding a
uniform understanding of the factors that consistently
predict the job satisfaction of child welfare workers
using valid and reliable standardized research methods.
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Dear colleague,
This letter is to ask for your participation in the research study entitled “Job
Satisfaction of Child Welfare Workers in the Department of Children Services, San
Bernardino County”. The purpose of this study is to assess the job satisfaction of
Social Workers Ils and Social Service Practitioners. This study is being conducted
with approval from the Department of Social Work at California State University, San
Bernardino and the Department of Children Services.
Enclosed you will find an informed consent, a survey questionnaire, a
debriefing statement, and a return envelop. The informed consent addresses the
variables under study, confidentiality measures, and voluntary participation. It is
crucial that you sign the informed consent with an “X” mark and return it along with
the survey. The researchers will not be able to use you survey questionnaire in the
study if the informed consent is not returned. The survey questionnaire will ask you
to respond to several questions regarding your satisfaction in terms of different aspects
of your job. You will be given about one week to complete and return the informed
consent and questionnaire. Please place these forms in the return envelope provided,
seal the envelope, and return it via inter-office mail to DCS Gifford Street. The sealed
envelops will be secured by SSP Olga Ganillo and SSSP Sally Richter until the
researchers collect them. The debriefing form at the end of the questionnaire outlines
contact information for the academic advisor supervising this study and is yours to
keep.
Please be assured that all of your responses will be held in the strictest of
confidence by the researchers. Your name will not be solicited at all in the course of
the study, so please do not write your name anywhere on the survey. The
questionnaires will be locked in a file cabinet until the completion of the research
study when they will be destroyed. The results will be anonymously shared in
group-format only in an attempt to reach awareness of the factors that contribute to the
job satisfaction of workers employed at San Bernardino County Department of
Children Services.
Your participation and views are crucial to the success of this research study
and to the identification of factors most salient to the job satisfaction of child welfare
workers. Therefore, we would like to kindly ask that you take a moment from your
busy schedule to complete and return this survey no later than February 23,
2007. If you have any questions, you can contact one of the researchers, Susana
Ramirez at (909) 386-1365, who is currently interning at DCS Gifford office.
Respectfully,
Susana Ramirez and Mirella Ochoa
MSW Students
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“Job Satisfaction of Child Welfare Workers in the Department of Children Services,
San Bernardino County”
Informed Consent
The study in which you are being asked to participate is designed to investigate the
factors that contribute to the job satisfaction of child welfare workers. Susana Ramirez
and Mirella Ochoa are conducting this research study, under the supervision of Dr.
Janet Chang, Associate Professor of the Department of Social Work, California State
University, San Bernardino. The Department of Children’s Services and the
Department of Social Work Institutional Board Subcommittee at California State
University, San Bernardino have approved this study.
In this study you will be asked to respond to several questions regarding your
satisfaction in terms of supervision, job autonomy and decision making opportunities,
the availability of promotional opportunities and professional development, feelings of
accomplishment or achievement in your work, social support from colleagues,
caseload, and salary. The survey questionnaire should take approximately ten to
twenty minutes to complete. All of your responses will be held in the strictest of
confidence by the researchers. Your name will not be solicited at all in the course of
the study. All data will be reported in group-form only; You may receive the group
results of this study upon completion after September 2007 at California State
University, San Bernardino Pfau Library.
Your participation in this study is completely voluntary. You do not have to answer
any question that you wish not to answer. Furthermore, you can refuse to participate or
withdraw from the study at any time without penalty. At the end of the survey
questionnaire you will find a debriefing statement, which is yours to keep, describing
the study in more detail. The findings of this study should provide beneficial
information to the Department of Children’s Services as they may provide insight on
the factors that contribute to the job satisfaction of child welfare workers. No
significant risks are apparent in this study; simply we intend to assess your satisfaction
in terms of the previously mentioned job related factors.
If you have any questions or concerns about this study, please feel free to contact Dr.
Janet Chang at California State University, San Bernardino, Department of Social
Work, 5500 University Parkway, San Bernardino, California 92407 or call her directly
at (909) 537-5184.
By placing an “X” mark in the line below, I acknowledge that I have been informed of
and understand the nature and.purpose of the study, and I freely consent to participate.
I also acknowledge that I am at least 18 years of age.

Please place an “X” mark above

Date
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Job Satisfaction Survey
Job
First -we -would like to ask about specific details o f your job in child -welfare.
1

What type of unit is your primary assignment? (Choose only one.)
1 ___FM/FR Family Maintenance/Reunification
2
___PP Permanent Placement
3
___ER Emergency Response
4
___Adoptions
5
__ Other Please specify:________________________________
Workload

2

What is your current caseload size?
____ families (cases)
____ children

3

How long after you were hired did you assume a full caseload?
____ months

4

How many new cases do you anticipate opening this month?
____ cases

5

How many cases do you anticipate closing this month?
____ cases
Very
low

In terms of workload, how would you rate
the size of your caseload?

1

Somew About
hat low right

2

3

Strongly Disagree Neutral
Disagree

9

Some
what
high

Very
high

4

5

Agree

Strongly
Agree

I have too much work to do

1

2

3

4

5

I have too much paperwork

1

2

3

4

5

On average, how many hours per week do you work at this job?
____ hours
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Promotional Opportunities/ Professional Development
To what degree do you agree with each of the following statements about this job?
Strongly Disagree Neutral
disagree

Regarding this job:
10
11
12

Agree

Strongly
agree

Those who do well on the job stand a fair
chance of being promoted.

1

2

3

4

5

I am satisfied with my chances for
promotion.

1

2

3

4

5

I influence my career opportunities in the
organization in which I work.

1

2

3

4

5

13 Mark the statement that best describes the training opportunities you have on
this job. (Choose only one.)
1 ___I seek out my own training opportunities, not at the agency, and I pay for
them myself.
2
___I seek out my own training opportunities, not at the agency, and the
agency supports me by giving educational leave.
3
___I seek out my own training opportunities, not at the agency, and the
agency supports me by paying for some or all of my expenses.
4
My agency provides training on the job organized by my agency.
5
M y agency provides training on the job from the Regional Training
Academy
6
___I have no need for ongoing training.
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Supervision
14 On this job, are you receiving supervised hours for a clinical license in social
work?
1 ___Yes
2
No
If not receiving supervised hours:
How important would it be for you to
receive hours for licensing?

N ot at
all

A little

Some

A fair
amount

A lot

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Agree

Strongly
agree

1
How satisfied are you with the availability
of the clinical supervision?
How satisfied are you with the quality of
the clinical supervision?

1

what degree do you agree with each of the following statements?
Strongly Disagree Neutral
y supervisor:
disagree

Is competent in doing her/his job.

1

2

3

4

5

Is very concerned about the welfare of those
under her/him.

1

2

3

4

5

Gives information when I need it.

1

2

3

4

5

Shows approval when I have done well.

1

2

3

4

5

Is willing to help me complete difficult
tasks.

1

2

3

4

5

Is warm and friendly when I have problems.

1

2

3

4

5
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Salary
24 What is your current salary before taxes?
$
per month or
$
per year

Not at A little
all

25
26

Some

A fair
amount

A lot

I am satisfied with my current salary

1

2

3

4

5

I have a desire for better pay and benefits

1

2

3

4

5

Agree

Strongly
agree

Co-Worker Support
To what degree do you agree with each of the following statements?
Strongly Disagree Neutral
In this office, child welfare staff:
disagree

27
Professionally share and learn from one
another.

1

2

3

4

5

Share work experiences with each other to
improve the effectiveness of client services.

1

2

3

4

5

Are willing to provide support and assist
each other when problems arise.

1

2

3

4

5

Accept the need for support from their
colleagues.

1

2

3

4

5

Feel comfortable with the assistance they
receive from colleagues to enhance the
quality of their work.

1

2

3

4

5

28
29
30
31

32 How many colleagues at your agency are you able to turn to for assistance with
your case work problems?
colleagues
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33 How many colleagues at your agency are you able to turn to for emotional support
when things get tough?
____ colleagues

Feelings of Achievement/ Accomplishment
To what degree do you agree with each of the following statements about this job?
Strongly Disagree Neutral Agree Strongly
Regarding this job:
agree

disagree

34
I have satisfying relationships with clients.

1

2

3

4

5

I am satisfied with my client’s success in
reaching goals.

1

2

3

4

5

I receive adequate support and recognition
from clients.

1

2

3

4

5

I have personal feelings of accomplishment
from this job.

1

2

3

4

5

I receive adequate recognition from other
professionals.

1

2

3

4

5

35
36
37
38

Autonomy/ Decision Making Ability
To what degree do you agree with each of the following statements about this job?
On this job:
Strongly Disagree Neutral Agree Strongly
disagree

agree

39
Little action can be taken here until a
supervisor, approves it.

1

2

3

4

5

Persons wanting to make their own
decisions are discouraged.

1

2

3

4

5

Even small matters have to be referred
to someone higher up.

1

2

3

4

5

I have to ask my supervisor before I
do almost anything.

1

2

3

4

5
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Strongly
disagree

Disagree

Neutral

Agree

Strongly
agree

Any decision I make has to have my
supervisor’s approval.

1

2

3

4

5

I appreciate the flexible schedule of
this job.

1

2

3

4

5

I appreciate the ability to work outside
of the office

1

2

3

4

5

this job:

Job Satisfaction
To what degree do you agree with each of the following statements about this job?
Strongly Disagree Neutral Agree Strongly
Regarding this job:
disagree

agree

46
All in all, I am satisfied with my job

1

2

3

4

5

I feel I am being paid a fair amount for the
work I do.

1

2

3

4

5

I am satisfied with the benefits I receive.

1

2

3

4

5

I feel that the work I do is appreciated

1

2

3

’ 4

5

The job security is good.

1

2

3

4

5

The physical surroundings are pleasant.

1 '

2

3

4

5

1

2

3

4

5

I have personal feelings of accomplishment
from this job.

1

2

3

4

5

I receive adequate recognition from other
professionals.

1

2

3

4

5

In general, I like working here.<

1

2

3

4

5

There are few rewards for working here.

1

2

3

4

5

47
48
49
50
51
52
.Workers are frequently transferred without
consideration of their feelings.
53

54
55
56
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Background and Demographics
Finally, we -would like to ask some questions about your personal characteristics,
family background, education, and -work history.
57 What is your age?
Years
58 What is your ethnicity? (Choose only one.)
1 ___Asian/Pacific Islander
2
___Latino/Hispanic
3
___African-American/Black
4
___White
5
___Native American
6
___Other
7
__ Multiethnic
59 What is your gender?
1 ___Male
2
___Female
60 What is your level of education?
1 ___Bachelor’s Level Degree
2
___Master’s Level Degree
3
___Other specify___________________
61 How many years have you been employed at your current job?__________
62 What is your current marital status?
1 ___Married
2
___Never Married
3
___Widowed
4
___Co- habitation
5
Divorced
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“Job Satisfaction of Child Welfare Workers in the Department of
Children Services, San Bernardino County”
Debriefing Statement
The study you have just completed was about job satisfaction among child welfare
workers. The researchers were particularly interested in the factors that affect job
satisfaction positively. This information may assist child welfare agencies create more
opportunities and better working environments that positively influence job
satisfaction among workers in an attempt to retain and recruit workers into the field of
child welfare. There was no act of deception involved in the questionnaire and all the
information will only be used to assist child welfare agencies gain a better
understanding on the factors that contribute to child welfare workers job satisfaction.
Thank you for participating in this study and for not discussing the contents of the
questionnaire with other people in your agency. If you feel uncomfortable or
distressed as a result of participating in this study, you are advised to contact the
County of San Bernardino Department of Behavioral Health Outpatient Services at
(909) 381-2420 or (888) 743-1478. If you have any questions about the study, please
feel free to contact the research advisor supervising this study, Associate Professor Dr.
Janet Chang at (909) 537-5184. If you would like to obtain a copy of the study results,
please contact the Pfau library at California State University, San Bernardino at
(909) 537-5090 after September 2007.
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COUNTY OF SAN BERNARDINO

DEPARTMENT OF CHILDREN’S SERVICES

HUM A N SERVICES GROUP

CATHY CIMBALO
Director

REPLYTOs

February 22, 2007

Dr. Teresa Morris
Department of Social Work
California State University, San Bernardino
5500 University Parkway
San Bernardino, CA 92407-2397

O 170 Norm Yucca Street
Barstav. CA 92311
C 1S0O
Avenue
N eeles. CA 92263
D 9638 7it» street
Hancfra Cuytmeo^s, CA 91730

Q 39S North •£* Street
&nBaragj©w,CA 92415-CQ&S
O 825EayHts;<t3ityLaAs
San Bernardino. CA 92415-0073

□ 55311 Pena Trail
Yucca YaSey, CA 92284
□ 4»2V.'esJBKpsx!fty Lane.Second Boer
S&nBe-nsTgnxCA 924150313

O 15460 RenvonaAvenue
Vfclssv3e,CA 82392-2421
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£2 16519 Veter Street, Sale 323
VdSfVsJs.CA 92355-3567

TOD —TELEPHONE SERVICES FORTHE HEARING IMPAIRED
(909)366-9760

This letter serves as notification to the Department of Social
Work at California State University San Bernardino that
Susana Ramirez and Mirella Ochoa recently provided
additional information about their project as requested by
DCS. As a result, they have obtained full consent from the
San Bernardino County Department of Children’s Services to
conduct the research project entitled " Job Satisfaction of
Child Welfare Workers in the Department of Children's
Services, San Bernardino County."

Cathy Cimbalo, Director

t5O 4G »«lStfeel
SanBerrararo.CA 924150356

O 651 West Poc&SBou&'SFd. Second Ffox
R ala,C A 92376

Dear Dr. Morris:

Sincerely,

□
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